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SUMMARY
Rates of pay in the hotel and catering industry are a contentious issue. The 
industry is traditionally labour intensive and labour costs form a 
significant proportion of the total running costs of an organisation. On the 
other hand, the industry has a reputation for low pay, and evidence suggests 
that pay in the industry consistently falls behind many other industries.
Information about pay in the industry is however limited. Existing sources 
do not provide detailed data on the rates of pay for a range of employees in 
the hotel and catering industry. The aim of this research therefore, is to 
develop a comprehensive study of pay in the industry for particular grades 
of staff, and also to examine the factors that influence pay in the industry.
A survey was conducted throughout Great Britain into rates of pay in the 
hotel sector, the restaurant sector, the industrial catering sector and the 
contract catering sector. Rates were found to be generally higher in the 
industrial catering sector, while the hotel and restaurant sectors tended to 
have very similar rates of pay. The traditionally female occupations in the 
indsutry, such as the room maid and the housekeeper are shown to have some of 
the lowest rates of pay, and some average rates of pay were below the legal 
minimum laid down by the Wages Council.
The examination of determinants of pay in the industry demonstrates that pay 
for the unskilled grades of staff is influenced by factors such as the 
regional and locational situation of the hotel restaurant or unit. As there 
are variations of demand for labour and alternative job opportunities in 
different regions and locations around Great Britain, the average rate of pay 
for unskilled workers fluctuates. The pay of the skilled grades of staff was 
affected to a greater extent by factors such as the size or the price level 
of a unit. These factors are mainly indicative of the style of the operation 
and perhaps the level of skill demanded.
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CHAPTER ONE s INTRODUCTION
Background to the Research
Rates of pay in the hotel and catering industry have always been a 
contentious issue. The industry is traditionally labour intensive, and 
labour costs form a significant proportion of the total running costs of 
an organisation.
'The trend of costs in hotels indicates that most labour costs have
become the most important element of hotel costs in Britain,1 (1).
On the other hand, the hotel and catering industry has a reputation for 
low pay, and evidence suggests that pay in the industry consistently falls 
behind many other industries. Information in the New Earnings Survey (2), 
shows that pay for over two-thirds of the hotel and catering workforce, 
fell below the lowest decile of male manual earnings in 1982? this being 
the definition of 'low pay' used by the Royal Commission on the 
Distribution of Income and Wealth (3).
Information about the pay of employees of the industry is limited. The New 
Earnings Survey (NES) provides data on average gross weekly and hourly 
rates of pay for the industry generally as defined by the Standard 
Industrial Classification (SIC) 1980 (4). It also gives details of pay for 
male managers, male and female catering supervisors, chefs/cooks, 
barmen/maids, female waitresses, counter hands and kitchen hands. The full 
range of staff grades in the industry is therefore not covered, and no 
analysis by sector, region or size of unit is available. There are other 
regular pay studies conducted in the industry, such as the Hotel, Catering 
and Institutional Management Association (HCIMA), Survey of Management 
Jobs, Salaries and Conditions of Service in Hotel, Catering and 
Institutional Services, (5), and the Industrial Society's Annual Survey of 
Catering Prices, Costs, Subsidies and Other Information (6), but these are 
also limited in their coverage of sectors and staff grades. More detailed 
studies on pay have also been carried out, such as Manpower Policy in the 
Hotels and Restaurants Industry (7), and Low Pay in Hotels and Catering 
(8), but these are 'one-off' studies and information on rates of pay dates 
rapidly.
The reason for lack of information on this subject is probably the 
difficulty involved in gathering data due to the diverse nature of the 
industry and the special characteristics of the labour force. The industry
consists of many small geographically dispersed units, involved in a 
variety of hotel and catering activities, and employing many different 
grades of staff. Employment statistics are available from the Employment 
Gazette (9), but as the industry engages large numbers of part-time, 
casual and seasonal workers, it is difficult to obtain accurate figures.
In 1975 the recommendations of the then Hotels and Catering Economic 
Development Committee, (10), were that wage structures should be reviewed 
to ensure that pay relations are systematic and equitable, and that the 
scope for improved utilisation of labour should be explored with a view to 
absorbing the cost of raising pay levels. It was also suggested that,
'the manpower input is the most costly single input and should be 
given the attention it deserves.1 (11).
With this thought in mind, it seems that if appropriate attention is to be 
given, then this can only be done on the basis of reliable information. It 
was against this background that the research was developed.
Finance of the Research
The research was financed by Business Press International who among other 
titles, publish the Caterer and Hotelkeeper which is a weekly magazine for 
the hotel and catering industry. Besides the general need for information 
on rates of pay in the hotel and catering industry, there was also 
therefore a requirement to meet the particular needs of the sponsers of 
the study. This particular need took the form in the establishment of a 
rates of pay index that could be published at regular intervals in the 
Caterer and Hotelkeeper.
It was therefore decided to collect data on rates of pay in the hotel and 
catering industry at six-monthly intervals for publication. This data 
formed the starting point of the research and provided the magazine with 
information for a pay index of the industry. In order to study pay in the 
industry in more detail, further research into determinants of pay in one 
particular sector was also conducted. The hotel sector was chosen for this 
detailed study as it was considered to be the most varied sector with a 
wide range of activities and many different grades of staff.
Aims of the Research
The aims of the research were in the first place to establish a regular 
pay survey for the hotel and catering industry which would provide all 
those involved in the industry with a consistent and detailed source of 
information on pay. By collecting pay data from a sample of establishments 
in particular sectors of the industry and analysing the data by factors 
such as region, location and size of establishment, detailed pay 
information for the hotel and catering industry would be made available.
The data from the first survey, ies that relating to January 1982, was 
used be used as a basis from which to establish a rates of pay index in 
the Caterer and Hotelkeeper, and subsequent pay survey results were also 
be published in the magazine. Results of all surveys were be sent to the 
respondents.
In addition, more detailed research was undertaken for this study on other 
aspects of pay, in particular information on determinants of pay in the 
hotel sector was sought to highlight the major influences on pay in this 
sector. This would enabled the research to reach conclusions and 
contribute toward an explanation of the hotel and catering industry's pay 
structure.
Methodology
The methodology of the reserch falls into two distinct parts. The first 
method - the mail questionnaire - was used for collecting general 
information on pay in the hotel and catering industry, and the second 
method - personal interviews - was used to collect data on determinants of 
pay in the hotel sector.
The Mail Questionnaire
The rates of pay questionnaire, which was first sent out in January 1982, 
was mailed to a sample of 450 hotels, 450 restaurants, 450 self operated 
industrial catering units and 120 contract catering units throughout Great
Britain. The response rate varied according to the sector, but it was 
approximately 25 per cent. The aim of the questionnaire was to establish a 
panel of respondents for each sector, and therefore the following survey 
in July was sent only to those establishments that had responded in 
January. The survey was repeated in January 1983 and July 1983.
The questionnaires were addressed to managers or owners of each 
establishment, and in most cases they were completed by a member of 
management. The questionnaire was deliberately designed to be short and 
straightforward so that it could be completed in a few minutes. It simply 
asked for details of ownership of the hotels and restaurants (chain-owned 
or independent)? size (number of bedrooms for the hotels, seating capacity 
for restaurants, and the number of main meals served daily for the 
industrial catering units); price level (the rate for single bed and 
breakfast for hotels, average spend on lunch or dinner for restaurants). 
The appropriate grades of staff were then listed and the gross basic rates 
of pay were requested for each grade. This could be given on an annual, 
monthly, weekly or hourly basis, and the rates were standardised later. 
Fringe benefits such as meals on duty, uniforms and laundry were excluded, 
but the respondents were asked to indicate whether the pay was based on 
the employee living-in or living-out.
The results were analysed to give the median and the mean rates of pay for 
each grade of staff according to factors such as region, location and size 
of establishment.
The Interviews
Interviews were conducted with a member of management and a member of 
staff in twenty hotels throughout Great Britain. These hotels were 
selected from the panel of respondents to the mail questionnaire. There 
were also interviews with a trade union official for the industry, and a 
representative of a management association.
Each interview entailed obtaining the interviewees impression of how 
important twenty-five particular factors such as labour turnover, 
educational qual if cations and fringe benefits were to rates of pay in the
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hotel industry. Attitude measurement techniques were used, and the 
interviewee was required to score each factor on a scale of one to five, 
according to how influential they felt the factor was.
Results were compiled by totalling the scores for each factor for each 
group of respondents, ie: management, staff, trade union and management 
association. The factors were graded into most important and least 
important influences on pay.
The success of this part of the research was limited. Assigning a 
numerical value to each determinant was problematic, as it assumed that 
each interviewee had previous knowledge of pay determinants. The resultant 
values therefore were not entirely meaningful and hence the results of 
this section of the research are not given great promineance. However, 
discussion generated as a result of these interviews, did provide an 
interesting insight into the way in which people working in the industry 
view pay and pay issues. Each of the steps in the methodology is examined 
in detail later in the report.
Outline of the Report
The present report begins by reviewing current literature about employment 
in the hotel and catering industry. Chapter Two describes briefly the 
structure of the hotel and catering industry, and the characteristics and 
conditions of employment. This provides a background from which to analyse 
pay in the industry. Chapter Three outlines the methodology of the 
research, beginning with the definitions and scope of the project, 
followed by the methodological procedure used to gather the data and 
associated problems. The analysis and the results of the research are 
contained in the following chapter, and Chapter Five has discussions on 
the results and the conclusions.
The study is concerned with pay in 1982. It is the results of the January 
1982 survey that are used in this report, and therefore, when other 
information on pay is considered, figures for 1982, or as near as possible 
are used.
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1. Structure of the Hotel and Catering Industry
1.1 Definition of the Industry
The hotel and catering industry has been identified, since the recognition 
of this group of establishments in 1943, with the Catering Wages Act, as 
an economic activity with the common aim of satisfying the need for food, 
drink and accommodation away from home.
Since this date, many attempts have been made to classify the industry for 
many different purposes. These include the Standard Industrial 
Classifications (SIC) of 1948,1958, 1968 and 1980(1); the Catering Trades 
Statistical Inquiry of 1969(2); the Economic Development Committee for 
Hotels and Catering in 1972(3) and 1976(4), and the Hotel and Catering 
Industry Training Board in 1978(5).
For the purposes of this study, the Standard Industrial Classification of 
1980 was used where possible. This is outlined on the following page in 
Table 2. However in a number of cases it was necessary to base some of the 
comments on the 1968 SIC. This is outlined in Table 1. The main 
differences between the two are, first that unlike the 1968 SIC, the 1980 
SIC includes take away food shops and non-hotel tourist accommodation; it 
also takes a much broader approach to canteens and other industrial and 
welfare catering.
STANDARD INDUSTRIAL CLASSIFICATION 1968 
ORDER XXVI - MISCELLANEOUS SERVICES 
Minimum List Heading:
884 - Hotels and other Residential Establishments
885 - Restauarants, Cafes, Snack Bars
886 - Public Houses
887 - Clubs
888 - Catering Contractors
Table 1 : Definition of the Hotel and Catering Industry by 1968 SIC
STANDARD INDUSTRIAL CLASSIFICATION 1980
DIVISION 6 - DISTRIBUTION, HOTELS AND CATERING, REPAIRS.
Class 6 - Hotels and Catering
Group 661 - Restaurants, Snack Bars, Cafes and Other Catering Places
- Activity 6611 - eating palces supplying food for
consumption on the premises - licensed
- unlicensed
- Activity 6612 - take away food shops
Group 662 - Activity 6620 - public houses and bars
Group 663 - Activity 6630 - nightclubs and licensed clubs
Group 664 - Activity 6640 - canteens and messes - catering contractors
- other canteens/messes
Group 665 - Activity 6650 - hotel trade - licensed premises
- unlicensed premises
Group 667 - Activity 6670 - other tourist or short stay accommoation
Table 2 : Definition of the Hotel and Catering Industry by 1980 SIC 
1.2 Sectors of the Hotel and Catering Industry
There have also been many attempts to assess the size of each of the 
component sectors of the hotel and catering industry in terms of the 
number of units or establishments in each sector. For example the Catering 
Trades Enquiry of 1969 (6), the Hotels and Catering EDC studies of 1972 
and 1976 (7,8), and Medlik and Airey in Profile of the Hotel and Catering 
Industry (9).
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As there is very little recent information on the number of units in each 
sector of the industry, this study will assess the sectors by 
concentrating on the number of businesses, as recent information of this 
nature is available. The number of businesses in each sector in 1981 for 
catering and allied trades is published in British Business (10). 
Although the analysis is based on the SIC 1968, it was thought preferable 
to use the most recent information. The breakdown of the number of 
businesses in each sector is shown in Table 3.
DESCRIPTION OF SECTOR NUMBER OF BUSINESSES
Hotels and other residential 
establ ishments 13,929
Holiday camps, camping and
holiday caravan sites 1,565
Restaurants, cafes, snack bars, 
for consumption on the 
premises only 11,735
Fish and chip shops, snack bars 
and other establishments, for 
consumption off the premises 24,980
Public houses 40,145
Clubs (excluding sports and 
gaming) 17,873
Catering Contractors 1,304
TOTAL CATERING 111,532
Table 3 s Size of the Hotel and Catering Sectors by Number of Businesses
Source: British Business
As the sectors in Table 3 are based on SIC 1968, industrial canteens 
others than those operated by the catering contractors are excluded. In 
1971 it was estimated that the number of industrial catering units 
operated by the employer was 25 thousand (11). This figure, it should be 
noted, refers to the units rather than the number of businesses as for 
other sectors shown in Table 3. Public Houses are shown to have the 
largest numbers of businesses? however this can be explained by the fact 
that the public house business is usually a single unit, whereas a hotel 
or restaurant business may contain many units, as with chain 
organisations. Therefore the public house sector is not necessarily a 
larger sector than the hotel or restaurant sector. The industry as a whole 
is made up of a large number of small units geographically dispersed 
throughout Great Britain.
13 Employment in the Hotel and Catering Industry
In 1977, an HCITB study (12) estimated that over two million full-time, 
part-time, seasonal, temporary and casual workers were employed in the 
hotel and catering industry. According to the 1981 Census Reports (13) 
however, a total of 930 thousand people were engaged in the industry in 
September 1981. While this figure is smaller than the HCIIB estimate, it 
does not represent a decrease in the numbers of people engaged in the 
industry, as the census does not take account of casual and temporary 
workers. Table 4 shows numbers employed in the industry in 1971 and 1981 
according to the respective Census Reports. The 1981 Census uses a 
different definition of the industry (1980 SIC) to that of the 1971 Census 
(1968 SIC), and this may partly account for the increase in numbers 
employed in the industry. However, taking this into consideration, and 
also the decrease in the overall numbers employed, the importance of the 
hotel and catering industry as an employer has increased over the ten year 
period.
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Numbers Engaged Numbers Engaged Numbers Engaged
Men Women Total
OOO'S OOO's OOO's OOO's OOO's OOO's
1971 1981 1971 1981 1971 1981
(SIC) (SIC) (SIC) (SIC) (SIC) (SIC)
1968 1980 1968 1980 1968 1980
Hotel & Caterinc
Industry 264 292 425 638 689 930
All Industries
& Services L5031 13765 8701 9151 23732 22916
Hotel & Caterinc
Industry as a %
of All Industrie 3
Services 1.8% 2.1% 4.9% 7.0% 2.9% 4.1%
Table 4 : Numbers Engaged in the Hotel and Catering Industry in 1971 and
1981
Sources Census of Population 1971 and 1981 
Self Employed and Employees
The Census Reports also provide information on the number of self-employed 
in the industry. Of the 930 thousand engaged in the industry, around 15 
per cent are self employed, the majority being males. Table 5 gives a 
breakdown of those that are self employed (those who work alone and those 
who employ others), and employees (those who work for someone else). For 
comparison, the self employed in all industries and services represents 10 
per cent for Great Britain as a whole. In other words the hotel and 
catering industry appears to offer scope for self employment.
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Hotel &
Catering Self Bnployed Employees Total
Industry 000* s 000* s 000* s
Men 86 206 292
Women 58 580 638
Total 144 786 930
Table 5 s Self Employed and Employees in the Hotel and Catering Industry 
in 1981.
Sources Census of Population 1981
Employment in the Sectors
On the basis of the SIC 1980, the hotel and catering industry is divided 
into six main sectors: restaurants, public houses, clubs, industrial 
catering, hotels, and short stay tourist accommodation. The 1981 Census 
Reports provide information on the number of men and women employed in 
each sector, and this is shown in Table 6. The industrial catering sector 
which comprises contract catering companies and in-house canteens and 
messes, is the largest employer, with over one quarter of the total 
workforce. This sector is also by far the most important employer of 
female labour. The restaurant sector is the largest employer of men in the 
industry, and the short stay accommodation sector has the lowest 
employment figures for men and women.
r
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Sectors 
(SIC 1980)
Men
OOO's
Women
OOO's
TOtal
OOO's
Restaurants 80.2 98.2 178.4
Public Houses 71 139 210
Clubs 24.8 53.5 78.3
Industrial Catering 28 214 242
Hotels 78.4 125 203.4
Short Stay Accomm. 9.8 8.4 18.2
Total 292.2 638.1 930.3
Table 6 : Numbers Engaged in the Hotel and Catering Industry by Sector in 
1981
Sources Census of Population 1981
Regional Employment
Table 7 gives a regional breakdown of people engaged in the hotel and 
catering industry. The South East region which includes Greater London, 
has the largest number of people involved in the industry, and regions 
such as East Anglia and Wales have comparatively low numbers. However, 
when employment in all industries and services is considered, and 
employment in the hotel and catering industry is expressed as percentage 
of this, the regions where hotel and catering is a significant employer 
may be identified. These regions include the South West, Wales and the 
North region.
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Regions 
(SIC 1980)
Hotel & Catering 
Industry 
000* s
All Industries 
& Services 
000* s
% Employment 
in Hotel & 
Catering
North 56.2 1119.4 5.0
Yorkshire & Humberside 85.0 1842.8 4.6
East Midlands 58.8 1466.5 4.0
South East 285.0 7244.0 3.9
East Anglia 30.2 680.5 4.4
South West 88.2 1545.5 5.7
West Midlands 80.7 2033.4 4.0
North West 102.7 2454.2 4.2
Wales 48.6 936.7 5.2
Scotland 95.0 1990.7 4.8
Great
Britain 930.5 21314.1 4.4
Table 7: Numbers Engaged in the Hotel and Catering Industry by Region in 
1981
Source: Census of Population 1981
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Unemployment
An indication of the extent of unemployment among hotel and catering 
workers is provided by the Employment Gazette (14). These statistics 
record unemployment among workers whose last job was in the hotel and 
catering industry as defined by SIC 1968. The statistics cover those who 
are registered at employment offices. Table 8 indicates unemployment in 
the sectors in August 1981. As the classification used here differs 
from that used in previous tables (ies SIC 1968 rather than SIC 
1980), there are some omissions such as some industrial catering units.
The figures for August 1981 show that the hotel sector has the highest 
number of unemployed workers in the industry, and the contract catering 
sector has the lowest. This may simply be due to the fact that that the 
contract catering sector is one of the smallest sectors of the industry, 
while the hotel sector is one of the largest. When the unemployment figure 
for each sector is expressed in terms of the number employed in each 
sector, the hotel sector still shows the highest unemployment levels.
These percentages are not given however, as they are not entirely 
accurate, the employment and unemployment figures being based on a 
different SIC. It is also interesting that although female employment in 
the industry is much higher than male employment in the industry, 
unemployment is higher amongst the male workforce of the industry. This is 
either because there is more part time and casual emplyment available to 
women, or because women who at one time worked in an industry, but do not 
work at present, are no longer included in the unemployment figures. 
Considering that the total number of people employed in the hotel and 
catering industry in 1981 according to the 1968 SIC, was 859 thousand 
males and females, the approximate percentage unemployment is 13.5 per 
cent. This is a slightly lower than the figure for all industries and 
services in Great Britain for 1981 according to the 1968 SIC, which is 
13.7 per cent.
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Unemployed Unemployed Unemployed
Sectors Men Women Total
(SIC 1968) 000* s 000* s 000* s
Hotels 32.6 24.5 57.1
Restaurants 12.3 11.1 23.4
Public Houses 12.0 8.4 20.4
Clubs 5.4 3.1 8.5
Contract Caterers 3.2 3.7 6.9
Total 65.5 50.8 116.3
Table 8s Registered Unemployed in the Hotel and Catering Industry
for August 1981. Sources Employment Gazette September 1981.
Vacancies
The Employment Gazette also publishes figures for unfilled vacancies in 
the hotel and catering industry as defined by SIC 1968. The figures do not 
necessarily represent the total number of unfilled vacancies as they are 
made up of only those positions notified to employment offices. On 7 
August 1981 there were 11.1 thousand unfilled vacancies in the hotel and 
catering industry registered at employment offices around Great Britain.
This number of vacancies represents under 10 per cent of the total number 
of unemployed persons in the industry in the same month. In all industries 
and services in August 1981, there were 28 million people unemployed. The 
number of unfilled vacancies for all industries and services on 7 August 
1981 was 96.6 thousand; this represents 3 per cent of the total number of 
unemployed persons. The hotel and catering industry therefore appears to 
have a higher than average number of vacancies.
Seasonality
The demand for labour in the hotel and catering industry changes 
throughout the calendar year as a result of seasonal variations in 
activity, particularly in the hotel and restaurant sectors. Table 9 
shows quarterly employment figures from December 1980 to December 1983 for
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the hotel and catering industry and for all industries and services. 
Alongside these figures are index values, (taking December 1980 as 100), 
to illustrate the fluctuations in the size of the labour force. Employment 
in all industries and services has gradually decreased over the three year 
period by approximately 5 per cent. Employment in the hotel and 
catering industry demonstrates remarkable fluctuations, increasing by as 
much as 7 and 8 per cent in the months of June to September and 
dropping back again each December, while maintaining an overall increase 
of around 5 per cent over three years. These figures illustrate the 
important effect of seasonality on employment in the hotel and catering 
industry.
M l  Industries & 
Services
Hotel & Catering 
Industry
Quarterly NO. Employed Index of No. Employed Index of
Intervals OOO's Emplymt. OOO's Emplymt.
Dec. 1980 21343 100 837 100
March 1981 20848 98 805.7 96
June 1981 20722 97 860 103
Sept. 1981 20596 96 859 103
Dec. 1981 20379 95 802.7 96
March 1982 20081 94 788.4 94
June 1982 20068 94 857.2 102
Sept. 1982 20522 96 936.1 112
Dec. 1982 20309 95 839.9 100
March 1983 20069 94 815.1 97
June 1983 20179 94 922.7 110 *
Sept. 1983 20378 95 938.5 112
Dec. 1983 20372 95 877.5 105
Table 9 : Quarterly Employment Figures for all Industries and Services 
and the Hotel and Catering Industry from December 1980 to 
December 1983
(* Introduction of SIC 1980, the figures after this date are not 
comparable with the previous series). Source: Employment Gazette
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Summary
The hotel and catering industry is therefore divided into six main sectors 
according to the 1980 SIC - restaurants, public houses, night clubs and 
licensed clubs, canteens and messes, hotels and other tourist 
accommodation. In terms of employment, the industry represents 4.1 per 
cent of the total numbers employed in all industries and services in Great 
Britain in 1981, andxas increased in importance as an employer in this 
country in the last ten years. The percentage of self employed people in 
the industry is five per cent higher than the national average, 
demonstrating the scope for self employment in this industry. The 
industrial catering sector (canteens and messes), is the largest sector in 
terms of numbers employed, followed by the hotel sector; the tourist 
accommodation is the smallest sector. Unemployment is highest in the hotel 
sector, although the industry generally has a larger percentage of 
vacancies than all industries and services. Regional employment figures 
show that the South East and London have the largest number of people 
employed in the industry, but the hotel and catering industry is also a 
significant employer in the South West, Wales and the North. Employment 
figures for the industry are also shown to be influenced by seasonality.
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2. Characteristics of Employment
Occupational Analysis
As a result of the wide range of activities within the hotel and catering 
industry, the occupational structutre is very complex. In 1977 an HCITB 
study (16), identified 62 occupations and classified these into seven 
ranking levels: senior managers and working proprietors; departmental 
heads and managers; supervisors; craftsmen and technicians; sub-craft 
employees; other catering staff and non catering staff. This study 
however, draws on more recent information provided by the 1981 Census 
Reports (17), which outlines the number of employees in various 
occupations in the hotel and catering industry. There are some 
difficulties in using this information, as some workers who should be 
classified as part of the industry are not included such as cleaners and 
receptionists, hence the different employment total from previous tables. 
It is however, a useful indicator of the types of occupation in the 
industry. The Census gives twelve employment categories for men in the 
industry, and fourteen for women. These have been grouped into larger 
categories for simplification in Table 10, and these are expained further 
below.
Occupational 
Category 
(SIC 1980)
Hotel & Catering 
Industry 
Nos. Empl.
000* s
% of Total 
Hotel & Catering 
Workforce
Managerial 228.8 26.5
Supervisory 33.4 3.9
Kitchen Staff 247.4 28.6
Food and Beverage Service 183.2 21.2
Domestic 108.9 12.6
Uniformed 6.5 0.7
Clerical Staff 39.5 4.6
Miscellaneous 16.2 1.9
Total 863.9 100.0
.  . .. ......... .. .................................................
Table 10: Occupational Breakdown of the Hotel and Catering Industry in 
1981
Source: Census of Population 1981
Table 10 illustrates the importance of the managerial group of occupations 
in the hotel and catering industry. This group includes persons owning or 
managing boarding houses, hotels and residential clubs? publicans? 
restaurateurs; club stewards and sports and entertainment managers, and 
represents over one quarter of the hotel and catering industrys 
workforce.
The supervisory group of occupations includes catering supervisors and 
supervisors - housekeeping and related. According to the reports of the 
1981 Census, over 33 thousand or nearly 4 per cent of those engaged in the 
hotel and catering industry, work in a supervisory capacity. The largest 
group of occupations is that of kitchen staff, which includes chefs, 
cooks, counterhands, assistants, kitchen porters and hands. An estimated 
247.4 thousand men and women work in these occupations and account for 
over 28 per cent of the total hotel and catering workforce. The Census 
estimates that there are 183 thousand bar staff and waiters/waitresses in
Britain? 21 per cent of the total workforce. The great majority of these 
are women (147.7 thousand), with far fewer men engaged in these 
occupations (35.5 thousand).
The domestic group of occupations includes caretakers, and domestic staff. 
This group amounts to approximately 108.9 thousand men and women. The 
uniformed group of occupations includes stewards, attendants and hall 
porters and this group accounts for only 0.7 per cent of the total 
workforce. Clerical staff include clerks, secretaries, and short-hand 
typists, and in 1981 the Census Reports calculated that 39.5 thousand 
people were engaged in these occupations in the industry. The remainder of 
occupations which cannot be considered as typical hotel and catering 
occupations, represent nearly 2 per cent of the workforce, and fall under 
the heading of miscellaneous occupations. These are occupations largely 
ancillary to the main purpose of the business such as storekeepers, 
warehouse porters and maintenance occupations.
The types of occupation vary within different sectors of the industry. The 
size of the unit and the style of service also influences the range of 
occupations and the number employed. For example, it is unlikely that all 
of these grades would be employed in a small hotel. Some small units may 
only employ a manger, a head chef and a waiter/ess.
Male/Female Employment
The predominance of female employment in the industry has already been 
indicated in Table 4. Women account for over 62 per cent of the workforce, 
which is unusually high compared with all industries and services, where 
the proportion of female employment is 42 per cent. As Table 11 shows, 
however, the majority of female labour is part time (67 per cent), while 
the majority of male employment is full time.
(SIC 1980)
Men 
000* s
Women 
000* s
Total 
000's
Full Time 185 207 392
Part Time 21 373 394
Total 206 580 786
Table 11 s Male and Female Employmees in the Hotel and Catering Industry
in 1981.
Sources Census of Population 1981
Many reasons have been given for the importance of female labour in the 
hotel and catering industry. The Hotels and Catering EDC suggested in a 
study in 1967 (18), that as much of the work is of a domestic nature, it 
is very suitable to women, and that the extensive opportunities to work 
part time were very attractive to women with families. Also seasonal 
fluctuations within some sectors of the industry mean that jobs with no 
long term commitment are available and these possibly appeal to women. 
Further reasons given in the same report are that the industry may have a 
low career attraction for men because of the nature of the work and the 
lack of stability in employment, or that as many jobs in the industry can 
be performed equally well by men and women, the industry prefers to engage 
women at a lower rates of pay. Finally that simply hotel and catering work 
may be all that is available for women in some areas.
Age Structure of the Workforce
The hotel and catering industry is not only attractive to females, but 
also to married females, as Airey and Chopping (19) point out:
'Consequently the industry can accommodate married women 
seeking part time employment after having raised a family 
without fear of disorientation.'
This employment characteristic has the effect of pushing up the age 
profile of the workforce, so that the majority of female employees are 
between the ages of 35 and 54.
'In comparison with the total working population, hotel and 
catering staff are more likely to be middle-aged, mainly due to 
the large proportion of female staff in their forties.' (20)
The majority of male employees are between the ages of 25 and 44 as Table 
12 illustrates.
Age: 16-19 20-24 25-34 35-44 45-54 55-59 60+
Women 35770 53950 134320 163050 143120 58570 49490
Men 22330 35700 64770 63680 52640 22330 30790
Total 58100 89650 199090 226730 195760 80900 80280
Table 12: Age Profile of the Males and Females Engaged in the Hotel and 
Catering Industry in 1981.
Source: Census of Population 1981
The Hotel and Catering EDC in the report Your Manpower (21) gives the high 
incidence of married women in employment as one of the reasons for the 
older-age profile of the hotel and catering industry. It also suggests as 
another reason the large numbers of self employed workers who tend to be 
in the older age groups. In addition, the report mentions legal 
restrictions on employing young persons where the service of alcohol is 
involved, and the seasonal nature of much of the industry sometimes 
necessitates an extended search for labour outside the usual sources, such 
as employing old-age pensioners. Finally, the report suggests that the 
older-age profile of the industry may indicate a failure on the part of 
the industry to attract young people in significantly large numbers.
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Foreign Employees
The hotel and catering industry relies heavily on foreign labour.
According to a Counter Information Services study (22), these workers are 
mainly Filipinos, Spaniards, Italians and Portuguese. An HCITB report 
(23), suggests that as foreign staff comprise one-seventh of those in 
employment, they are clearly the largest minority group in the industry. 
The Hotel and Catering EDC (24), estimates that foreign labour makes up 
approximately two and a half per cent of the total labour force, and the 
Department of Employment's Manpower Studies for the hotel industry (25), 
found that about 44 per cent of hotels employed some foreign staff, mostly 
because insufficient British staff were available.
The Commission on Industrial Relations (CIR) report on the hotel and 
catering industry carried out in 1971 (26), considers that the reliance on 
foreign labour may be a result of failure on the part of the industry to 
attract British labour:
'The hotel sector has to rely partly on foreign labour, and 
the number of foreign workers employed reflects in part a 
failure to attract British labour.'
However the Department of Employment study (27), found that some hotels 
preferred to employ foreign workers, as they felt that they gave better 
service to both the hotel and the guest.
Casual and Part time Employment
Part time employment in the hotel and catering industry is a major 
employment characteristic that has already been noted earlier in this 
section (Table 11). The employment of casual workers is also extensive 
in the industry. Part time work is defined as working less than thirty 
hours per week. Casual workers are usually engaged for particular 
occasions such as banquets and functions, or to cover for other unforeseen 
circumstances such as a staff shortage, holidays and absenteeism.
According to the Department of Employment's study (28), the percentage of 
part time employment can vary between 9 and 39 nine per cent. Airey 
and Chopping (29), suggest that the percentage may be related to the size
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of the establishment, as larger hotels tend to provide a more stable 
working environment and have a greater proportion of full time staff.
Other studies, such as the Department of Employment (30), and the HCITB 
(31), also found that particular occupational groups tended to be prone to 
part time employment, for example, waiters and waitresses, room maids, 
washers-up and cleaners. The extent of casual employment is difficult to 
estimate.
One of the main reasons for the industry’s dependence on part time and 
casual labour is related to the nature of demand in the industry. Demand 
for hotel and catering services is subject to variations throughout the 
day, week and year, and it is not always predictable. In this context part 
time and casual labour is more adaptable than full time labour. The 
majority of hotel and catering operations also limit their activity to 
certain periods of the day and evening according to the licensing laws or 
to the catering environment, such as works canteens and school meals, 
where there is no way of extending the demand. In these situations part 
time labour is sometimes the only alternative.
Labour Turnover
High labour turnover is also a characteristic of employment in the hotel 
and catering industry, and the CIR report found that many people working 
in the industry are aware; (32)
'There was a general agreement on the part of all managers 
we met that labour turnover in the industry is unusually high.1
According to the HCITB study Patterns of Labour Mobility in the Hotel and 
Catering Industry (33), some staff are more likely to move than others, 
for example, young male workers move more frequently than female staff, 
and managers and cooks are more likely to move than other grades of staff. 
There is a disproportionate flow of staff from the commercial to the 
welfare sector, but the study concludes that high rates of staff turnover 
are associated with a small minority of workers making a large number of 
moves.
27
An earlier study by the Hotels and Catering EDC (34), found that 
industrial canteens had much lower labour turnover than other sectors of 
the industry, but that the differences in labour turnover could not be 
explained in terms of size or location of unit. Indeed this study 
concluded that management attitudes to staff and management style were 
crucial factors influencing staff turnover in the industry.
'....it appeared that the level of effective managerial concern 
about labour turnover was in inverse proportion to its 
statistical level.' (35)
The CIR report (36), concluded that while management attitudes and style 
were important, other factors also influence labour turnover in the 
industry. The authoritarian structure of the industry, managerial controls 
and particularly methods of communications were also thought to be 
important. The report argued that because there is no tradition of formal 
communication systems for staff grievances, staff tend either to make do 
with the situation or reject it altogether. This situation manifests 
itself in industrial terms by high labour turnover. Mars and Mitchell, in 
Room for Reform (37), also cite lack of worker organisation as a reason 
for high labour turnover in the industry. Staff discontent they 
argue, is expressed individually - by change of job rather than by 
collective action.
Certainly, although Knight (38), argues that moves made in an industry of 
small units are necessary to build up experience and gain promotion, the 
Hotels and Catering EDC, wisely point out in their report Manpower Policy 
in the Hotels and Restaurants Industry (39), that a high level of labour 
turnover is undesirable because it is costly to the industry.
Unionisation
The General Municipal and Boilermakers Union (GMBU), and the Transport and 
General Workers Union (TGWU), are the main unions for hotel and catering 
workers in Britain. Catering workers in public houses, unlicensed places 
of refreshment and industrial and staff canteens may be members of the 
Union of Shop, Distributive and Allied Workers (USDAW), and catering 
workers in local government and hospital catering may be members of the
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National Union of Public Employees (NUPE) or the National Association of 
Local Government Officers (NALGO). Hotel and catering workers in railway 
refreshment rooms and train catering join the National Union of Railwaymen 
(NUR) or the Transport and Salaried Staff Association (TSSA).
However trade union membership in the hotel and catering industry is only 
around five per cent of the workforce, which is very low in comparison to 
the national average of 59 per cent in 1981 (40). In the report Manpower 
Policy in the Hotels and Restaurants Industry (41), however, the Hotels 
and Catering EDC found that:
'In total those who were either already in a trade union or 
those who would like to join a trade union formed forty five 
per cent of the sample.'
Reasons for low trade union membership in the industry have been discussed 
many times. The CIR report (42), found that:
'The main reasons given by hotel management and staff for the 
low level of trade unionism were high mobility in the 
workforce, the large number of people employed on a part time 
and casual basis, and the seasonal nature of a great deal of
hotel work ...The structure of the industry with its large
number of establishments was thought to make communication 
and representation difficult.'
Johnson and Mignot, in Marketing Trade Unionism to Service Industries 
(43), also felt the structure of the industry was a barrier to trade union 
development because of the small size of the average employment unit in 
service industries, as with the hotel and catering industry? and the lack 
of interest and involvement on the part of the trade unions themselves 
because small geographically dispersed establishments are difficult and 
costly to organise. Johnson and Mignot also cited a lack of tradition of 
trade unionism within the service sector, employer and employee resistance 
to an unknown situation and the composition of the labour force in the 
service industries as reasons for slow trade union growth. The final 
reason they gave was that of the employee-customer relationship, which is, 
a central feature of the service industries. Mars and Mitchell, in Room 
for Reform (44), also identify individual contract making in the hotel and 
catering industry, as a preventative force to trade union growth.
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'The tradition and extent of this individual contract in 
the industry is one reason why workers have not developed a 
"collective consciousness" - the principal reason in our view 
for the limited trade union growth in this industry.1
There are therefore many problems that the trade unions have to overcome 
if they are to increase membership in the hotel and catering industry. The 
CIR report (45), concluded that the conditions that were necessary for the 
successful trade union development were, helpful management policies and 
attitudes, efficient union activity and local desire and determination on 
the part of the workers.
However, since the agreement in 1973 between the GMBU and the TGWU to 
'share out the major hotel companies in an attempt to tackle the problem 
of unionisation' (46), the unions have made many agreements with the large 
hotel companies.
Summary
To summarize briefly, it appears that the nature of the hotel and catering 
industry determines the characteristics of its workforce. The demand for 
hotel and catering services is unpredictable and restricted by external 
forces such as licensing laws and operational environments, as with school 
meals and works canteens. This means limited hours of work, and, 
therefore, the employment of a large percentage of part time and casual 
labour is necessary. As a consequence of this, a further employment 
characteristic is the high proportion of female employees in the 
workforce. Also because of the unpredictability of the demand and seasonal 
fluctuations, manpower shortages often occur as a result of which the 
industry employs an unusually high percentage of foreign workers.
A further aspect of the hotel and catering industry; the personal service 
nature of the work, emphasizing employees direct relationships with 
customers, including tipping which is discussed below, may also be 
reponsible for certain employment characteristics. Many employees receive 
immediate feedback of satisfaction or dissatisfaction from customers, 
making the work particularly demanding. High labour turnover could
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be attributed to this factor, or to the final characteristic which is a 
low level of trade union memberhip in the industry. This characteristic may 
in turn be a result of all the other employment characteristics, such as a 
fragmented labour force employing many part time, casual, female and 
foreign employees; the individualistic approach of many employees and high 
labour turnover.
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3. Conditions of Employment
3.1 Hours of Work
Despite the fact that many hotel and catering operations are open for many 
hours each day, the hours worked by the staff are not generally greater 
than those worked in other industries. Table 13 shows a breakdown of the 
hours worked by manual and non-manual males and females in the hotel and 
catering industry and in all industries and services from the New Earnings 
Survey (47).
Hotel & Catering 
Industry 
Hours Worked
All Industries 
& Services 
Hours Worked
Normal 40.1 39.4
Full-time Manual Men 0/Time 2.9 4.9
(21 years +) Total 43.0 44.3
Normal 40.4 37.0
Full-time Non-manual 0/Time 2.7 1.2
Men (21 years +) Total 43.1 38.2
Normal 38.1 38.3
Full-time Manual 0/Time 1.4 1.0
Women (18 years +) Total 39.5 39.3
Normal 38.5 36.1
Full-time Non-manual 0/Time 0.5 0.4
Women (18 years +) Total 39.0 36.5
Table 13 Average Hours Worked in the Hotel and Catering Industry and in 
All Industries and Services in 1982
Source: The New Earnings Survey
32
Manual men in the hotel and catering industry worked an average of 43 
hours a week in 1982, while average weekly hours for manual workers in 
industry generally were 44.3. Overtime in the hotel and catering industry 
for manual men was much lower than in industry generally. The average 
weekly overtime in hotel and catering was 2.9 hours, while in all 
industries and services it was 4.9 hours.
Non manual men however, worked longer hours in hotel and catering than in 
other industries. The average week for this category of workers consisted 
of 43.1 hours for hotel and catering workers and 38.2 hours for all 
industries and services. Overtime for non-manual men was also twice that 
of all industries and services? those in hotel and catering working an 
average of 2.7 hours, and those in all industries and services working
1.2 hours.
For women in the hotel and catering industry, the working week is 
slightly longer than for industry generally, especially for non-manual 
women. They worked an average of 39 hours a week in 1982, compared with a 
36.5 hour week in all industries and services. However the overtime was 
much the same, making the total working week longer for the hotel and 
catering employee. Manual women worked only slightly longer hours in the 
hotel and catering industry.
The Hotels and Catering EDC found in their study of manpower policy (48), 
that only a small proportion of hours in the industry were regarded as 
overtime or paid at a premium rate. This is supported by the figures for 
pay in the New Earnings Survey, shown in Table 16. The HCITB study of 
labour mobility (49) found that staff in small firms tend to work longer 
hours than their counterparts in larger companies, and almost two-thirds 
of the hotel and catering workforce work Saturdays and Sundays. Because 
of the licensing laws and the nature of customer demand, many staff in 
the hotel and catering industry are required to work split shifts, (two 
shifts in one day). This was found in two studies of manpower in the 
industry;
'Shift work was very common in all types of unit except
schools. One fifth of the industry still works split shifts.'
(50)
'Less than one third of the employees in the sample worked
a conventional day shift.' (51)
3.2 Remuneration in the Hotel and catering Industy
The Wages Councils
Rates of pay in the hotel and catering industry are controlled by a 
statutory minimum rate set by Wages Councils for specific sectors of the 
industry. Five Wages Boards were established in the 1940's on the 
recommendation of the Catering Wages Commisssion. However the Catering 
Wages Act was subsequently repealed, the Wages Board for Unlicensed 
Residential Establishments discontinued, and the four remaining Wages 
Boards converted into Wages Councils. In 1976 the Wages Council for 
Industrial and Staff Canteens was also abolished. Therefore the three 
present Wages Councils, setting minimum rates of pay for the industry, 
are as follows;
Licensed Non Residential Establishments
Licensed Residential Establishments & Licensed Restaurants
Unlicensed Places of Refreshment.
These Wages Councils are responsible for their particular sectors, for 
fixing statutory minimum rates of pay, holiday entitlements, holiday pay, 
hours of work, rest periods, and for setting allowable deductions for the 
provision of board, lodging and meals on duty.
The Licensed Residential Establishment and Licensed Restaurant (LRE & LR) 
Wages Council covers two sectors of the industry with which this study is 
concerned. The other two sectors studied here, (industrial catering and 
contract catering), no longer have a Wages Council. The LRE & LR Wages 
Council consists of 23 employee representatives? made up mainly of trade 
union representatives from the GMBU, TGWU, USDAW, NUR and TSSA? 23 
employers representatives; made up of mainly representatives from the 
British Hoteliers, Restaurateurs and Caterers Association (BHRCA) , the 
Brewers Society and the National Consultative Council for the Retail 
Liquor Trade? plus three independent members who, after hearing from both 
the employees and the employers, make the decision regarding legal minimum 
rates of pay. Table 14 shows the minimum rates of pay that were 
effective in January 1982.
Age: 16 Years 17 Years 18 Years+ 
£ per Week £ per Week £ per Week
Service Workers
London
Outside London
43.20 46.00 57.60
39.20 41.80 52.20
Other Workers
London
Outside London
50.40 53.00 67.20 
46.20 49.20 61.60
Table 14 Minimum Rates of Pay for the LRE & LR Wages Council in 
January 1982
Source: Wages Council Order LR(63), October 1981.
The effectiveness of the Wages Council is constantly questioned. The CIR 
report (52), found that many people working in the industry were unaware 
of the existence of the Wages Council:
'We found that only a very small minority of staff knew 
anything about it (Wages Council) or were aware of its 
existence.1
The Hotels and Catering EDC (53) found nearly half the managers
interviewed in their study, felt the Wages Council had no effect on
levels of pay, and a further 28 per cent said that staff were always paid 
above the minimum rates.
Nevertheless, each year there are reports of establishments paying below 
the legal minimum. In 1983, 68.2 per cent of establishments inspected as 
a result of a complaint were underpaying, and 15.9 per cent of 
establishments checked without prior complaint were underpaying (54). The 
situation has been aggravated by the cut in the number of Wages Inspectors
by the government, as Hargreaves points out (55):
'Other Government actions have been to cut by a third the size 
of the wages inspectorate, which enforces the minima, in spite 
of rising evidence of under-payment and a growing volume of 
complaints.1
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The main trade union for the hotel and catering industry, the GMBU are 
understandably worried about the situation, feeling that it is the 
low paid who will suffer most from this government action (56), yet there 
is still uncertainty as to whether abolition of the Wages Councils would 
improve matters. Bosanquet (57), feels that the Wages Councils have not 
been effective guardians of the low paid, and that they may have even 
acted to reduce the rate of increase in pay, in the face of labour 
shortages in the hotel trade and elsewhere. However a recent study at 
Cambridge (58), shows that after the abolition of six Wages Councils in 
other industries, the pay of some workers, especially the lowest paid, 
did slip? and there was little evidence of an extension of real 
collective bargaining or union membership.
Rates of Pay
The most comprehensive data on rates of pay in the hotel and catering 
industry is provided by the New Earnings Survey (59). The data is 
collected on an annual basis and contains an analysis by industry and 
information on the average gross weekly pay for manual and non-manual men 
and women in the hotel and catering industry. The analysis for 1982 uses 
the classification SIC 1968. Table 15 shows average gross weekly rates 
of pay for the hotel and catering industry, as compared with all 
industries and services.
Average Gross Weekly Pay
Men Women
Full-Time Full-Time Full-Time Full-Time
Manual Non Manual Manual Non Manual
21years+ 21years+ 18years+ 18years+
£ £ £ £
Hotel and
Catering
Industry 97.6 123.7 66.3 80.1
All Industries
and Servies 131.4 177.9 78.3 104.3
Table 15 Average Gross Weekly Pay (including those whose pay was
affected by absence), for the Hotel and Catering Industry 
and All Industries and Services in April 1982.
Source; New Earnings Survey 1982
Table 15 shows that average gross weekly pay in the hotel and catering 
is considerably lower than the average pay for all industries and 
services. This is particularly true for the manual male workers. Rates of 
pay are also very low for women in the industry, and as they represent 
over two thirds of the workforce this indicates that large numbers of 
employees in the industry receive low rates of pay.
Low pay is difficult to define. The Low Pay Unit in their recent evidence 
to the LRE & LR Wages Council, concerning the proposals for the new Wages 
Council Order LR 66, (60), quoted the Royal Commisssion on the 
Distribution of Income and Wealth, which suggested using a definition of 
low pay as equal to the lowest decile of male manual earnings, (for 1982; 
£89.70 per week); the Council of Europe "decency threshold1 for earnings, 
which they set at 68 per cent of mean earnings for men and women, (for 
1982; £89.82 per week), and the Low Pay Unit's own target for a minimum 
wage, which is 66 per cent of the median male earnings, (for 1982; £91.81 
per week).
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Taking any of these definitions of low pay, women in the hotel and 
catering industry receive low pay, as do women manual workers in all 
industries and services, (as shown in Table 13). The average gross weekly 
rates of pay for full-time manual men in the industry is only £8 per week 
greater than the lowest of the low pay definitions.
Table 16 shows the distribution of earnings in 1982 for manual men and 
women working in the hotel and catering industry, as compared with all 
industries and services. Over half the manual men in hotels and catering 
earn less than £90 per week, compared with 13.4 per cent for all 
industries and services. Similarly manual women in the hotel and catering 
industry have lower earnings than those in industry generally. Nearly 67 
per cent of the women working in the industry earn less than £70 per week 
in 1982 compared with 37.5 per cent of the female workforce for all 
industries and sevices.
As the NES uses SIC 1968, the industrial catering sector is excluded from 
this analysis. However, the Industrial Society conducts an annual survey 
of Catering Costs, Subsidies, and Other Information (61), and gives an 
average rate of pay for catering assistants in industrial catering. The 
24^ survey for late spring 1982, found that the average rate of 
pay for a catering assistant was £1.86 per hour.
Full-Time Manual Men Full-Time Manual Women 
Hotel & Catering All Indus. Hotel & Catering All Inds 
Industry & Services Industry & Servs.
% With % With
Earnings Earnings
Less Than; Less Than;
£60 13e2 0.9 £40 4.7 1.6
£70 27.0 2.7 £50 16.2 6.7
£80 39.9 6.6 £60 38.2 19.5
£90 50.5 13.4 £70 66.9 37.5
£100 58.8 22.3 £80 80.2 55.9
£110 66.7 33.0 £90 89.4 71.9
£120 74.2 44.2 £100 92.4 82.7
£150 88.5 71.8 £110 95.0 89.8
£170 93.8 82.8 £120 97.1 93.8
£200 97.6 92.0 £130 98.7 96.0
£250 99.0 97.4 £150 99.3 98.3
Table 16 Distribution of Earnings in the Hotel and Catering Industry and 
in All Industries and Services in April 1982
Source; New Earnings Survey Part C.
Table 17 shows the make-up of average gross weekly pay for manual men 
and women in the hotel and catering industry and in all industries and 
services. Over-time payments, payments by results, and shift premium, only 
account for 11.2 per cent of payments to men in the industry in 1982, 
compared to 23.8 per cent in all industries and services. Also a greater 
percentage of the male workforce in all industries and services enjoyed 
these payments. For women in the industry, the pattern is similar. Only 
6.9 per cent of payments to women in the hotel and catering industry came 
in the form of overtime payments, payment by results and shift premium? 
compared to 12.9 per cent in all industries and services. These payments 
were also enjoyed by a much larger percentage of the workforce in industry 
generally than in the hotel and catering industy.
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Full-Time Manual Men 
Hotel & Catering All Indus. 
Industry & Services
15
Full-Time Manual Women 
Hotel & Catering All Inds 
Industry & Servs.
9 9 15 -6
0/Time Paymts 7.1 12.9 5.0 3.6
Paymts By Results 2.8 7.6 1.4 6.8
Shift Premium 1.3 3.3 0.5 2.4
Other Paymts. 88.8 76.2 93.1 87.1
Total 100.0 100.0 100.0 100.0
Table 17 Make-up of Average Gross Weekly Bay for the Hotel and Catering 
Industry and All Industries and Services in April 1982.
Source; New Earnings Survey
Fringe Benefits
As noted in the Hotel and Catering EDC study (62), the NES data do not 
cover non-wage benefits such as subsidised accommodation and meals, and it 
is undoubted that tips are an important source of income to many hotel and 
catering workers. However, later in the same study the point is made that 
other groups of workers also receive fringe benefits and as these are not 
included in the NES figures, plus the fact that tips do not necessarily 
increase pay in the industry to above average levels;
'Many of the employees.....would have required substantial 
additions to their basic earnings to have brought them up to the 
level of average earnings in all industries. (63).
There is much debate about the importance of fringe benefits in the hotel 
and catering industry, and the occurance of the service charge and tipping 
is probably the most contentious issue. The CIR report (64), found that in 
many cases where service charge and tipping were found, it was also 
frequent that the basis of the share out was unsystematic and not 
communicated to employees, causing confusion and resentment. The same 
study also found that although the groups of staff that tended to be paid
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the Wages Council minima were waiters and cloakroom attendants, iesthose 
who derive most of their earnings from service charge payments and tips; 
lower status staff such as still room workers, kitchen porters, cleaners 
and junior commis chefs in some hotels also received the minima and did 
not benefit from service charge or tips. Bosanquet also makes this point: 
(65)
'Even in hotels we hear a great deal about the rich pickings 
that may go to the waiter - but rather less about the fact 
that the porter may well get nothing.1
Johnson conducted extensive research (66) into fringe benefits in the 
hotel industry, and found that the provision of accommodation was a very 
important fringe benefit to hotel employees, enhancing the value of other 
benefits offered. Johnson also found that some fringe benefits could be 
associated with the type of job, for example: company car, relocation 
expenses and life assurance could be associated with the management; 
occupation bonuses with receptionists; productivity bonuses with 
chambermaids? and some were more general such as meals, sick pay, pensions 
and holidays.
One of the main conclusions of the reseach was that the industry offered 
two types of fringe benefit - those associated with the technology of the 
industry, such as accommodation and meals,and those more general benefits 
such as sick pay and holidays. The first group are very highly valued by 
employees, and to an extent compensate for the second group of fringe 
benefits, which are regarded by hotel employees as being of an inferior 
nature to similar benefits offered by other industries. The Hotels and 
Catering EDC report (67), also found the provision of benefits such as 
sick pay and pensions in the industry was lacking:
1 At least one company had taken a policy decision not to 
provide sick pay, because it believed that this encouraged 
abseteeism.1
Finally, another Hotels and Catering EDC report (68), felt that movement 
away from the dependence on tips as employee remuneration would be in the 
long term interests of the industry.
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Summary
This section on conditions of employment in the hotel and catering 
industry has shown that although hours of work are not exceptionally long 
compared to other industries, working two shifts a day and weekend working 
are still very common aspects of the industry. Rates of pay are controlled 
by statutory minimum rates set by Wages Councils, and while many employers 
pay well above the minimum rate, there are still reports of underpayment. 
Average rates of pay in the industry, according to the New Earnings Survey 
are low when compared to other industries. Many women workers in the 
industry are paid below the low pay threshold as defined by various 
bodies, and manual male employees average pay is only fractionally above 
this threshold. Additional payments such as overtime, payment by results 
and shift premiums, are not very common in the hotel and catering 
industry. It is widely recognised that tips are an important source of 
income for hotel and catering employees, but accurate information on the 
extent of fringe benefits in the industry is difficult to obtain. Studies 
have shown that the provision of accommodation is regarded by employees as 
an important benefit, as are meals and other benefits associated with the 
industry. It appears however, that employees in the industry tend to 
regard more general benefits such as holidays and sick pay as being of an 
inferior nature to those offered by other industries.
4. Determinants of Pay
Many labour economists have attempted to define determinants of pay, 
however it is beyond the scope of this study to discuss all the 
alternative theories in detail. The following section serves to outline 
some of the most important theories, and to discuss some of the previous 
work on the hotel and catering industry.
4.1 Theories of Pay Determination
Appleton (69), lists a whole range of factors which he feels are important 
influences on pay such as; geographical differentials, inter-industry 
differentials, productivity, responsibility, government influence, social 
values, levels of skill, education and training, constancy of employment, 
non-monetary factors, comparability and inconvenience pay. However other 
economists, such as Creedy and Thomas (70), point out that these factors 
represent the orthodox theory of wage determination which assumes that the 
labour market is competitive, that each unit of labour is identical, 
perfectly mobile and has full information. This of course, is unrealistic, 
as some units of labour are preferred to others, there are many costs and 
problems involved in changing jobs, and it is not possible for all firms 
and employees to have perfect knowledge of wage rates and employment 
possibilities. As Hicks (71) states;
'The supply of labour and the demand for it and the way in which 
demand and supply interact on the labour market have certain 
peculiar properties which make it impossible to apply to labour the 
ordinary theory of commodity value.1
Creedy and Thomas (72) put forward an alternative theory; that of the 
'dual labour markets', which maintains that there are two sectors of the 
economy - primary and secondary. Industries within the primary sector are 
characterised by high average wage levels, strong unions or staff 
associations, high levels of job satisfaction, job stability, low labour 
turnover, non-coercive methods of control, strong internal labour markets, 
institutionalised wage and salary systems, and a workforce that is 
predominantly male and white. On the other hand, the secondary sector is 
characterised by industries with low average wage levels, low trade union 
membership, less skilled work, low job stability, high labour turnover,
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routine and coercive methods of control, and a workforce made up of 
marginal sections of the population such as immigrants, racial minorities 
and women. Because entry into the primary' sector is limited, and because 
of the high labour turnover in the secondary sector, workers in the 
secondary sector tend to remain there, and there is roughly a uniform 
ruling wage, irrespective of individual characteristics such as age or 
education.
Finally Phelps-Brown (73), suggested that there is an economists’ view to 
pay determination which is based on a model of supply and demand, and a 
sociologists view to pay determination, which states that pay is 
determined by social convention. He concludes:
’Most actual situations present a mixture of the forces and
processes on which the two types of investigator focus their 
attention? the inequality of pay in particular seems to be brought 
about and maintained by both economic and sociological factors.1
4.2 Previous Findings on Pay Determinants in the Hotel and Catering 
Industry
Although there have been no particular studies of the hotel and catering 
industry devoted to the subject of pay determinants, a few have included a 
brief analysis of factors influencing pay in the industry.
The CIR report (74), found that in terms of the actual rate of pay, the 
Wages Council minima were only relevant to a limited extent and that the 
state of the labour market was a more potent force in determining wage 
levels. The same study also found that unit managers have a great deal of 
autonomy in establishing individual wage rates. A Hotel and Catering EDC 
study (75) however, stated that when interviewing managers on their 
decisions relating to pay, seventy per cent spontaneously mentioned head 
office limitations on payrolls, and relatively few mentioned factors 
external to the enterprise such as local competition and the general rise 
in the cost of living.
In a study of women workers in service industries (76), Witz and Wilson 
suggest that the hotel and catering industry exhibits many features
associated with industries within the secondary sector. Using similar 
criteria to those of Creedy and Thomas (77) outlined in the previous 
section, they argue that the structure of the industry, the nature of 
demand and the employment characteristics of the industry contribute 
towards an overall view that the hotel and catering industry is in the 
secondary sector, which in turn, determines that pay levels will be low.
*
Summary
While it is not within the scope of this report to consider in detail the 
different economists1 views on wage determination, it is interesting to 
briefly examine the main theories in the light of this investigation into 
pay and determinants of pay in the hotel and catering industry. Later in 
this study, the results of the research will be considered in terms of 
wage determination theories, to ascertain whether pay in the industry is 
influenced primarily by supply and demand factors or by segmented labour 
market factors.
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CHAPTER THREE s METHODOLOGY
Chapter Two has briefly discussed the structure of the hotel and catering 
industry in Great Britain by outlining the size of the industry in terms 
of sectors and numbers of employed, giving a regional analysis and 
indicating the levels of unemployment in the industry. The main 
characterisics of employment are also described: the range of 
occupations, the importance of female and foreign employment, the high 
levels of part time and casual labour, the low level of trade union 
membership and the high incidence of labour turnover.
The conditions of employment that exist in the industry have also been 
outlined. Although information on pay in the industry is limited, pay 
rates have been examined in contrast with average rates in Great Britain, 
and the hotel and catering industry is shown to have low rates of pay. The 
importance of fringe benefits in the industry has been discussed by 
considering some previous work on this subject.
Finally, possible factors that may influence these conditions of 
employment, or more particularly pay in the industry, have been discussed 
in terms of wage determination theories, and findings from previous labour 
studies of the industry.
In order however, to assess rates of pay and determinants of pay in the 
hotel and catering industry adequately, more information is required. An 
overall picture of the industry has been given, but there is no source of 
detailed information from which an analysis of pay determinants in the 
industry can be obtained.
Aims and Objectives
The aim of this study therefore, is to gather detailed information on pay. 
This includes details of pay by sector and for particular grades of staff. 
Information on possible determinants of pay are also collected to assess 
the way in which pay in the industry is influenced by general economic 
factors such as region, location and size of unit, and a range of other 
factors. From this it is hoped to identify the key patterns of pay and to 
contribute to an understanding of the important issues in determining pay 
in this industry where pay has often proved to be a poorly documented and 
at the same time a contentious topic.
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X. Definitions and Scope
Having outlined the objectives of the study, the section which follows 
discusses the methods used to collect data from the industry. The scope of 
the research is outlined, followed by the methods employed and the 
sampling procedure.
1.1 Sectors Included
The size and structure of the hotel and catering industry has already been 
discussed in Chapter Two. On the assumption that it would be impossible, 
within the time and financial constraints, to gather and examine data from 
every sector of the industry, it was necessary to select certain sectors 
to include in the study.
The basic unit for examination in this study was the single establishment 
or operation, providing food, drink and accommodation away from home, or 
any combination of these. In some cases this would be identical with 
ownership and would be the sole activity of the organisation. In others, 
the establishment or operation would be part of a much larger organisation 
which may embrace activities outside the hotel and catering industry.
Two major factors determined which sectors of the hotel and catering 
industry were to be included. First, the establishments or outlets within 
the sector should, for the most part, be mainly concerned with the 
provision of food, drink or accommodation away from home or any 
combination of these. It was thought that any additional functions carried 
on by the establishments or outlets would introduce additional influences 
which would not necessarily contribute to an understanding of rates of pay 
in this industry.
The second factor was that any sector included in the study must be 
predominantly made up of establishments or outlets that normally employ 
staff across a range of grades, ie; at least eight grades of staff 
employed in a 'typical' establishment or outlet. It was thought that with 
any less than this, the staff would inevitably cover a range of job 
functions, and therefore their job designation and wages would not
necessarily be comparable with nominally similar grades of staff.
The basis for the selection of sectors was the Standard Industrial 
Classification (SIC) 1980 (as shown in Table 1). It was assumed that most 
official information would be based on this classification by the time the 
study was underway. As it is, much published information is still based on 
the earlier 1968 classification although this has caused little 
difficulty.
For the reasons outlined above, the following sectors were then excluded 
from the stucfy:
Unlicensed Restaurants (SIC Group 6611-2 & 6612 )
This sector includes establishments such as ice-cream parlours and coffee 
bars aswell as take-away food shops. These were excluded as the typical 
operation would only employ a limited range of staff, employed mainly as 
service assistants, and this grade was well covered by the rest of the 
study.
Public Houses and Bars (SIC Group 662)
These were also excluded from the study for a similar reason: the 
undiversified nature of the work. In addition, public houses and bars are 
primarily concerned with the provision of alcohlic beverages; food and 
accommodation account for only a small percentage of their business. As 
Carlson (1) points out:
’the sale of meals accounts for a small percentage of the total 
turnover of public houses, they represent about 12 percent of total 
sales.1
The sales mix of public houses, with the preponderance of alcoholic 
beverage sales, makes them very materially different from all other 
operations in the industry; and for this reason they were excluded.
Night Clubs and Licensed Clubs (SIC Group 663)
These were excluded from the study as they normally have purposes other 
than the provision of food, drink and accommodation. Clubs are usually 
involved in entertainment and other leisure activities, and as previously
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.stated, it was felt that this would not add to an understanding of rates 
of pay in the hotel and catering industry.
Other Canteens and Messes (SIC Group 664)
This section was excluded from the study as it includes all institutional 
catering such as the armed services, school meals and penal institutions. 
Rates of pay in institutional catering tend to be based on a similar 
grading system to that of the establishment in which the canteen is based. 
Again, there would be many additional wage determining factors-present in 
this sector, and for this reason it was excluded from the study.
Unlicensed Hotels (SIC Group 665-2)
These were excluded because they comprise very small units such as guest 
houses and bed and breakfast places where a high percentage of the 
workforce is based on family labour. It was felt that this would have a 
distorting effect.
There is a distinct disadvantage in using the SIC as a basis for 
selection; it excludes the industrial catering sector, except where 
operated by a catering contractor, as it classifies direct industrial 
catering units with the main establishment. It was decided to add this 
sector to the list of those to be included in the study as it was felt 
that not only does this sector involve a whole range of catering 
employees, it also provides an interesting comparison for the contract 
catering sector.
The final list of sectors to be included in the study was therefore as 
follows;
Liscensed Restaurants 
Licensed Hotels 
Catering Contractors 
Industrial Catering Units
definitions of these sectors, for the purposes of this study, can be seen 
in Table 1. These sectors were considered an adequate cross-section of 
the hotel and catering industry which embrace all probable grades of 
employee.
1.2 Data Required
Once the sectors for investigation had been established, it was necessary 
to determine exactly what kind of information was required from each 
sector in order to achieve the aims and objectives of the study, ies first 
collecting information on rates of pay, and second, on factors influencing 
rates of pay in the hotel sector.
Rates of Pay
It was clear that data on rates of pay of employees within the chosen 
sectors of the industry was needed, but it was important to specify what 
was intended by 'rates of pay.' Rates of pay could be interpreted as 
earnings, which in the case of the hotel and catering industry would 
include gratuities and other fringe benefits; or wages, which could mean 
gross or net pay. The Hotel and Catering EDC found in their study (2), 
that the only proper basis for comparison was to exclude fringe benefits 
and concentrate on the real take home pay (before tax) of the employee.
A recent study of the industry by Johnson (3), dealt very thoroughly with 
the question of fringe benefits, and it was decided therefore to consider 
the results of this work, but not to include fringe benefits in the 
survey. As discussed in the previous chapter, employees of the hotel and 
catering industry receive on average 92.3 per cent of earnings in the form 
of basic pay (4), it was therefore decided to ignore all other types of 
payment such as overtime and premium payments, and to concentrate on basic 
rates of pay. Finally to avoid the complications of deductions for tax and 
national insurance, it was decided to investigate gross rather than net 
pay. Therefore the study was to be concerned with gross basic rates of 
pay in the hotel and catering industry.
Staff Grades
To establish which staff grades to include in the pay survey, a list of 
all possible grades in each sector was drawn up from an HCITB publication, 
Manpower in the Hotel and Catering Industry (5). After consultation with 
several persons from all sectors of the industry, grades of staff that 
were common to small and large units were identified. These grades, to be 
included in the survey, may be seen in Appendix One.
Other Information
It was considered that examining an averge gross basic rate of pay for 
grades of staff in, the hotel and catering industry in Britain would be of 
limited value, as the New Earnings Survey already provided such 
information, and the objective of this study was also to investigate 
determinants of pay in the industry. It was important to be able to 
compare rates of pay in different regions of the country and for different 
size of unit. For this reason, this part of the study would also include 
gathering information on general aspects of each hotel and catering unit 
such as region, location and price level of the establishment.
For the hotel and restaurant sectors it was decided to collect information 
on the regional location of each establishment, as figures for all 
industries and services indicate that pay levels vary between different 
geographical regions of the country (6). Information on the location 
within each region was also required, ie; whether the hotel or restaurant 
is situated at a resort or in a city, as the Department of Employment 
study of hotels (7), found that location was an important influence on the 
supply of staff to the industry, which in turn determined rates of pay. 
Information on the size of establishment was also necessary, as variations 
in the size of an operation may influence the levels of staff 
responsibility, which could affect pay rates. The type of ownership of the 
hotel or restaurant was also to be investigated as chain-owned hotels may 
have national pay agreements, compared to the individual pay structures of 
private hotels. Finally the price level of hotels and restaurants would 
also be considered, as price level is often an indication of the style of 
the operation and therefore the level of skill of the staff, which could 
affect the rates of pay.
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For the contract catering and industrial catering sectors, regional 
location and size of establishment would be considered, but price level 
was excluded because many units operate a subsidised meals system which 
complicate the issue. Location of the unit was not thought to be as 
important in these sectors as they are not as susceptible to seasonal 
fluctuations in staffing levels. The ownership factor was substituted by 
'type of industry' in which the catering unit is based, as it was felt 
that this might have some bearing on rate of pay, as Bosanquet points out 
(8): '..pay levels of the unskilled are closely related to the average pay 
levels of the industry in which they work.*
Factors Influencing Rates of Pay in the Hotel and Catering Industry
As the study also aimed to investigate determinants of pay in the 
industry, information of this kind was also required. The hotel sector was 
chosen for this section of the stufy as it was considered best suited for 
the purpose, being a sector concerned primarily with the provision of 
food, drink and accommodation, and one which employs a wide range of 
staff.
To obtain a satisfactory list of possible determinants, a brain-storming 
session was held within the research group to generate as many factors as 
possible. These ranged from fairly obvious factors such as size and 
location of establishment, to more obscure possibilities such as the age 
of the property or the star rating of the hotel . This list was then 
circulated to interested individuals in the Department of Hotel, Catering 
and Tourism Management at the University of Surrey for amendment and 
comment. A final list of factors was then compiled, and this may be seen 
in Appendix Two.
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1.3 Data Collection Methods
Once the data requirement had been established, it was possible to 
consider alternative methods of data collection. Moser (9), outlines the 
alternative survey methods as follows;
Documentary Sources
Observation
Mail Questionnaire
Interviewing
Telephone Interviewing
Documentary Sources
As outlined in Chapter Two, there are sources of information on rates of 
pay in the hotel and catering industry such as the New Earnings Survey 
(10), the HCIMA's Survey of Management Jobs, Salaries and Conditions of 
Employment in Hotels, Catering and Institutional Services (11), and the 
Industrial Society's Annual Survey of Catering Prices, Costs, Subsidies 
and Other Information (12), but the coverage of sectors and staff grades 
is limited. Other studies of pay in the industry, such as Low Pay in 
Hotels and Catering (13), and Manpower Policy in the Hotels and Restaurant 
Industry (14), have dated rapidly. Therefore although these sources 
contribute to the study as a whole, more detailed information was 
required.
Observation and Telephone Interviews
Observation was considered an ineffective method as detailed information 
was required, while telephone interviewing was felt to be unsuitable due 
to the nature of the information required.
The Mail Questionnaire and Interviewing
The two remaining methods of data collection, the mail questionnaire and 
interviewing, were both considered suitable techniques for the collection 
of data for this study. Used in conjunction they could provide
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Quantitative data on rates of pay and qualitative information on 
determinants of.pay.
The Mail Questionnaire
When considering the collection of data for the first part of the study, 
the mail questionnaire had many advantages over interviewing. It was known 
at this stage that the sample size for the rates of pay survey would be 
large. All four sectors of the industry were to be covered, and in order 
to ensure that the data were as representative as possible, a large 
response rate was required. The mail questionnaire was therefore a far 
more economical method of data collection than personal interviewing, and 
it was also considered a much quicker procedure. Secondly, the mail 
questionnaire was a more appropriate method because information concerning 
more than one person was required, and the mail questionnaire allows for 
consultation within the organisation. With the interviewing procedure, one 
person may not have immediate access to information concerning many 
individuals. The problem of noncontacts is also avoided with the mail 
questionnaire, as although an individual may not be available to an 
interviewer when he or she calls, a mail questionnaire remains, always 
with the possibility of being answered. Also, because of the nature of the 
questions to be asked, ies those concerning actual rates of pay, it was 
felt that the respondant might reply more accurately and willingly when 
not faced with an interviewer who is a complete stranger. The questions to 
be asked in this part of the stucfy were simple and straightforward; they 
needed very little explanation and they were therefore thought to be well 
suited to the format of a mail questionnaire. Finally, as the 
investigation of rates of pay would be a continuing survey to be conducted 
every six months, the mail questionnaire was considered a more appropriate 
method than personal interviewing as it would be less time consuming and 
more economical.
Of course there are some disadvantages of the mail questionnaire as a data 
collection method, not least that of non-response. As Moser (15), 
points out, it is not the loss in sample numbers that is the problem 
so much as the likelihood that the nonrespondants differ significantly 
from the respondents,so that the estimates based on the latter are biased. 
However it was still felt that this method was the most appropriate for
59
the study, as the same author states (16);
'The use of mail questionnaires has been widely condemed for some 
years on account of the difficulty in securing adequate response.. 
Though serious, this difficulty should not blind one to the merits of 
the method. On occasion these merits may be substantial enough to 
weight the balance in favour of the mail questionnaire as long as 
some estimate can be made of the effect of the nonresponse.'
Interviewing
For the second part of the study, that of collecting data on factors 
determining rates of pay, the interviewing technique was thought to be 
appropriate. This was because the questions to be asked would not be as 
simple and straightforward as with the first part of the study. The 
purpose needed to be explained more fully and it would often be necessary 
to probe beyond the given answer. It was also necessary to obtain opinions 
of individual employees in the hotel sector rather than jointly considered 
answers, therefore it was more appropriate to talk to individuals alone. 
Also, it was important that each factor was considered independently? one 
failing of the mail questionnaire is that the respondant can see all the 
questions before answering any of them and this may influence their 
judgment. It was therefore decided to employ the interviewing technique 
for the second part of the study.
To conclude, it was generally felt that it would be advantageous to 
combine methods of data collection, rather than rely on one particular 
technique. Although the data collected by the two methods would be 
different, they would still complement each other in that both could be 
used to validate the information given by the other, and the disadvantages 
of one method could be countered by the advantages of the other, as Moser 
(17) believes;
'It may be noted that some of the disadvantages of the mail 
questionnaire can be overcome by combining it with interviewing.'
1.4 Sampling Procedure
The next stage in the methodology was to decide from whom the information 
was to be collected. The 'population' for this study was every hotel, 
restaurant, industrial and contract catering unit in Great Britain 
However, time and financial constraints were such that complete coverage 
of the population was not possible. Therefore a sample of units from each 
sector had to be selected. In doing so, the accuracy of the information 
collected was improved, as the smaller number of units allowed for more 
checks and tests on the data than would have been possible if all the 
units in the industry had been investigated. As Harper suggests (18); 
'Moreover, it has often been found that taking only a sample of 
results improved accuracy. The reason for this is that a small sample 
can be given very careful attention and measurement made with a high 
degree of accuracy.'
The sample design for the first part of the study differed from that of 
the second, and they will be discussed separately.
Sample Design: The Mail Questionnaire
To ensure that the information collected from the sample was precise, 
accepted random sampling procedure was used.
The design that was used to select the sample for three of the four 
sectors was stratified random sampling. Stratification is a means of using 
knowledge of the population to increase the representativeness and 
precision of the sample.
This method entailed obtaining a sample frame which gave information on 
the size of the population of the sector and also divided the population 
according to certain relevant parameters which in this case were the 
geographical region, the location and the size of each unit. These 
parameters then became the basis on which the stratification of the sample 
was developed. The names and addresses of units were then randomly 
selected from an appropriate list which also had to contain information 
concerning the different parameters such a size and location.
It was decided to aim for a sample size of one hundred and fifty units for 
each sector. However to allow for a low response to the mail 
questionnaire, a total of four hundred and fifty units were selected for 
each sector. This meant that approximately eighteen hundred questionnaires 
would need to be distributed with a desired response of six hundred. Time 
and cost constraints therefore played a part in arriving at a desired 
sample of one hundred and fifty units for each sector. Another reason for 
deciding upon one hundred and fifty units was that the sample was also 
intended to form the basis of a panel of respondents of roughly that 
number for each sector, who would be contacted at six monthly intervals 
over a period of years and on which a continuing rates of pay index would 
be based. Having an initial response of one hundred and fifty also would 
allow for some 'drop out1 over a few years without the sample size 
becoming too small to be meaningful. The index is not of direct concern in 
this study, but obviously decisions made about the index also influenced 
this study and vice versa. It was thought that anything in excess of one 
hundred and fifty units would be difficult to handle effectively on a 
regular basis, and of course had cost implications for the index.
There were some problems associated with the selection of a sample size of 
one hundred and fifty. These mainly hinged around the fact since it was 
initially intended to stratify the sample by unit size, region and 
location, there was a danger that sub-samples would fall below forty. 
Provided the sample size is not less than forty, one can assume that the 
sampling distribution of the means of many samples forms a normal 
distribution, and that this distribution (sampling distribution), has a 
mean equal to the population mean (19). Also, with just one sample from 
the population (for which the standard error is calculated), one can 
assume with a confidence level of ninety five per cent, that the mean of 
the sample lies within two standard errors of the mean of the population. 
Where the sample size falls significantly below forty, then the results 
inevitable become less reliable.
This meant particular problems in the case of the regional stratification. 
Originally it was intended to identify seven regions: London, the South, 
the North, the Midlands, the West, Wales and Scotland. Sample size 
problems however meant that regional analysis for some sectors was 
difficult. For the stratification factors of location and size, fewer
problems were envisaged since location had four divisions; London, large 
towns, rural areas and resort areas? and size had three; small, medium and 
large. As discussed in the results however, small sample sizes in some 
cases meant that some of the divisions needed to be combined for effective 
analysis.
Hotel Sector 
The Sample Frame
The most accurate and detailed source of information on the distribution 
of hotels in Great Britain is a Hotel and Catering EDC report Hotel 
Prospects to 1985 (20). This gives information on hotels in Britain by 
region (tourist board regions), location (large town, small town, 
countryside, seaside and London), and price level (by tarrif). However it 
was not possible to relate directly the sample of one hundred and fifty 
units to the distribution outlined in this report, as some of the sub­
samples would have been very small. For example, the figures given in the 
EDC report show that eighty three per cent of hotels in Britain are 
located in England, eight per cent in Scotland and nine per cent in Wales. 
If the sample were to be based on this information, there would need to be 
one hundred and twenty five hotels in a sample of one hundred and fifty, 
located in England, and only twelve and thirteen in Scotland and Wales 
respectively. Similarly, with the location factor, according to the 
report, fifty six per cent of hotels in Britain are located at the 
seaside? if related to the sample, this would mean eighty four hotels in 
the sample would have to be located at the seaside, leaving the remainder 
of the sample (66 hotels), to be divided between the other locations.
As a result, the information was only used as a guideline from which to 
stratify the sample. Rather than divide the sample by tourist board 
regions, the regional divisions were simply England, Scotland and Wales. 
For location the divisions were the same as the EDC report except that 
small towns and countryside were combined into 'rural areas', making the 
divisions; London, large towns, seaside areas and rural areas. The size 
categories were also simplified so that instead of six divisions there 
were only three. The final stratification of the sample is given in Table 
18.
Locations England Scotland Wales Total
Seaside 30 15 15 60
Rural 10 15 15 40
Large Towns 10 10 10 30
London 20
Total 70 40 40 150
Table 18s Stratification of the Hotel Sample
With this stratification, England has a substantially larger proportion of 
the sample than Wales and Scotland without the sample size for the latter 
two regions being too small. With location, the seaside has the largest 
division of the sample, but London and the remaining locations also have 
suitable sample sizes. It was not considered a great problem that the 
large towns and London sub-samples were less than forty, as three times 
this number of units would be mailed, so it was possible that over this 
number of responses would be received.
With the size factor it was decided to aim for fifty units of each size.
As four hundred and fifty hotels were initially mailed, this meant that 
one hundred and fifty small, medium and large hotels would be mailed; each 
one hundred and fifty having the stratification outlined above.
Sample List
As the Department of Employment noted in the study of hotels (21), no
official register of British hotels exists:
'No attempt was made to maintain an accurately weighted sample at all
stages, largely because of the impossibility of obtaining a complete
list of hotels and guest houses.'
The alternatives for obtaining addresses of hotels were as follows:
The Rating Authorities 
The Fire Authorities 
Major Hotel Companies 
Guide Books
To obtain the information from the rating or fire authorities would have 
entailed establishing contact with each authority. This was considered 
less appropriate simply on the grounds of the time and expense involved.
To concentrate on the major companies would not have provided a very 
balanced sample. Therefore, the tourist guides were used as lists from 
which to select the hotel sample. This obviously introduced an element of 
bias into the sampling procedure as only those hotels wishing to register 
with the Tourist Boards or other organisations are included in the Tourist 
Guides, however in the absence of any national listing of hotels, these 
seemed the most appropriate lists to use. In addition they contained 
information on the region, size and location of each hotel. English hotel 
addresses were selected from an ETB publication Where to Stay 1981 (22), 
and the Scottish and Welsh hotel addresses were selected from an Automobile 
Association publication Hotels and Restaurants in Britain 1982 (23).
Selection Procedure
The addresses of the hotels were selected randomly from the tourist guide 
books, by means of a sampling fraction. As there were seventy hotels in 
the sample for England, two hundred and ten addresses were required for 
mailing (70 X 3). There were seven thousand four hundred and thirty four 
hotels listed in the ETB book, therefore one in every thirty five 
addresses was required? (7,434/210 = 35). The procedure began with the 
selection of a randon number from a set of random number tables, and 
provided this number was below thirty five, it indicated the first address 
in the book to be selected. From this point every thirty fifth address was 
selected and noted down. This procedure continued until two hundred and 
ten addresses for England had been selected. When the situation arose that 
a selected hotel fell into a category that was already complete, for 
example if sufficient addresses may have been selected for the large town 
location, and the next address arrived at was situated in a large town, 
then this address was ignored and the following thirty fifth address 
noted.
This procedure was repeated for one hundred and twenty (40 X 3) Scottish 
and Welsh hotels from the AA book. This publication contained four 
thousand, six hundred and thirty one addresses of hotels, and as two 
hundred and forty were required, every nineteenth address was selected; 
(4631/240 = 19).
Restaurant Sector 
Sample Frame
As there is no information available on the distribution of restaurants 
throughout Great Britain, it was decided to use the same stratification 
for the restaurant sector as for the hotel sector. Although this assumed 
that the factors determining the distribution of restaurants in Britain 
were identical to those determining the distribution of hotels, the 
alternative was to divide the sample of one hundred and fifty units 
equally amongst all regions, locations and size categories. This 
alternative was considered unrealistic, as it would be unreasonable to 
suggest that Scotland and Wales had the same amount of restaurants as 
England. The stratification used for the restaurant sector was therefore 
the same as that shown in Table 18.
Sample List
Guide books were used for the selection of names and addresses of 
restaurants. The AA book (24), was used in conjunction with Egon Ronay's 
Lucas Guide 1982 (25).
Selection Procedure
The selection procedure was also identical to that used for the hotel 
sector. The total number of retaurant addresses in the two guides was 
calculated (2,646), and as four hundred and fifty addresses were required, 
every sixth address was needed (2646/450 = 6). A random number less than 
six was chosen to begin the selection procedure, then every sixth address 
was noted down.
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Industrial Catering
Sample Frame
Once again there was difficulty in obtaining a suitable sample frame, as 
there is no official register of industrial catering outlets. The 
Industrial Society and the Industrial Caterers Association were contacted, 
but no list of 'employee feeding' establishments was available.
For this reason it was decided to select industrial companies for the 
sample and to mail the questionnaire to them in the hope that a certain 
percentage of companies would have a staff catering facility operated by 
the employer.
The sample frame used for the selection of companies was the Employment 
Gazette (26). This has numbers employed by region and also by type of 
industry . The sample of one hundred and fifty industrial organisations 
was directly related to the distribution of employees by industry and 
region as given in the Employment Gazette. For example, as forty per cent 
of the work force of Great Britain in 1982 were employed in the 
manufacturing industry, forty per cent of the sample of one hundred and 
fifty industrial companies ie; 61, were manufacturing companies.
Similarly, as twenty nine per cent of the manufacturing companies were 
based in the North, twenty nine per cent of the sixty one manufacturing 
companies in the sample ie; 18, would be based in the North. The resultant 
breakdown of the sample may be seen in Table 19. Three times this number 
were in fact mailed, therefore each of these numbers were trebled. The 
small size of the sub-samples was not considered a problem, as it was not 
intended to analyse the results for rates of pay in industrial catering by 
type of industry or region. The stratification was simply to ensure that 
the sample of industrial companies to be mailed was representative of 
industry in Great Britain. Additional information such as the size of each 
operation was ascertained by the questionnaire.
Some categories of industrial groups were omitted as they would not 
ordinarily have an employee catering facility eg; agriculture, foresty and 
fishing? and some were regrouped for practical purposes.
67
Type of Industry South MidSo North Wales Scot. Gt.Britain
Production 6 3 5 1 3 18
Manufacturing 22 13 18 3 5 61
Transport & 
Communication 8 2 3 1 1 15
Distributive
Trades 13 4 7 1 2 27
Insurance, Banking 
& Finance 6 2 3 1 13
Public Admin. 7 2 4 1 2 16
Total 62 26 40 7 14 150
Table 19: Breakdown of the Sample of 150 Industrial Companies
Sample List
The list that was used to extract the names and addresses of industrial 
companies was the Kompass Directory of Company Information (27). This 
directory includes information on the type of industry each company is 
concerned with and also on the regional location of companies.
Selection Procedure
The Kompass directory contains thirty two thousand, one hundred and 
seventy five names and addresses of companies throughout Great Britain. 
Four hundred and fifty addresses were needed, so every seventy first 
address was noted, ( 32,175/450 = 71). The selection began with a random 
number, and this was the first address to be selected, then every seventy 
first address from this point.
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Contract Catering
For this sector it was not possible to use a sample frame and list, or to 
select by means of random sampling. There is very little information on 
contract catering units in Great Britain? many are operated by large 
companies who are inclined to be rather secretive about which units they 
run for fear of competition from other contractors. It was thought 
therefore that the most appropriate approach to adopt was to contact the 
catering contractors directly and ask for their co-operation in the 
survey.
Most of the companies contacted were willing to participate in the survey 
and they agreed to select a ten per cent sample of their total units 
giving a variety in size, location and type of industry.
Therefore although the sample was not obtained by statistical methods and 
would inevitably contain an element of bias, the units that were 
accumulated for the sample covered a range of location, type of industry 
and size of catering operation.
Sample Design; The Interviews
A sample was also required for the second part of the study which 
was confined to the hotel sector. It was established that the data for 
this study would be collected by interview; this determined that the 
sample size would be smaller than for the first part of the study.
A sample size of twenty hotels was agreed upon as it allowed for suitable 
coverage of each category ies region, location and size. As this part of 
the study was conducted at a much later stage, the sample of twenty hotels 
was taken as a sub-sample of the complete list of hotels that responded to 
both the January and July mail questionnaire.
Therefore the sample frame and the stratification factors were the same as 
for the first part of the study, but the sample list in this case, was the 
list of respondents to the hotel mail questionnaire.
Selection Procedure
From the list of the July respondents which amounted to 118 replies, the 
region, the location, the size, and the ownership were noted. Seventy five 
per cent of the response was from hotels in England, fifteen per cent 
from Scotland and ten per cent from Wales. Therefore of the twenty hotels 
to be selected for this part of the study, fifteen were in England, three 
were in Scotland and two were in Wales. For the location factor, the 
percentage response from hotels in London, large towns, rural and resort 
areas was calculated, and this percentage was reflected in the number of 
of hotels to be selected in each category. This narrowed the choice of 
hotels further; for example, of the fifteen hotels to be selected in 
England, two were in London, two in large towns, six in rural areas and 
five in resort areas. In order to take size and ownership factors into 
consideration, it was decided to ensure that where possible, there was a 
hotel of under fifty bedrooms and one of over fifty bedrooms in each 
category, and that there was an independently owned and a chain owned 
hotel in each category. It was difficult to follow this procedure in 
every case, but wherever possible all facors were accounted for. A 
breakdown of the sample can be seen in Table 20.
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There were some financial restrictions which affected the selection of 
hotels for this part of the study. A great deal of travelling was 
involved, and to minimise the expense it was decided to use three bases 
from which to conduct the interviews. The selection of the hotels was 
therefore influenced by whether or not they fell within a day's travelling 
distance from any of the three bases.
The bases that were used were Newcastle Upon Tyne, Liverpool and 
Guildford. From Newcastle, the North East's city centre, rural and resort 
areas of Northumberland, and Scotland were all within easy reach. From 
Liverpool, the city centre of Manchester, the resorts of the western coast 
and Wales could easily be covered? and from Guildford, the rural areas of 
Surrey and Berkshire, the south coast, and London were all within a days 
travelling distance.
All the hotels were listed in alphabetical order and the first 
appropriate ones in the list were contacted by telephone. If interviews 
could not be arranged, the next appropriate hotel was contacted until the 
quota was full. It was decided that this part of the study would be more 
comprehensive, and the results would be more meaningful, if both the staff 
and the managment of each hotel in the sample were interviewed. It was 
also felt that comments and information from the unions and the employers 
associations would contribute greatly to the investigation of pay 
determinants in the hotel industry. The Hotel and Catering Workers' Union 
branch of the Transport and General Workers'Union (TGWU) and the General, 
Municipal & Boilermakers' Union (GMBU) were contacted, and the Hotel, 
Catering and Institutional Management Association (HCIMA) and the British 
Hotels, Restaurants, and Caterers Association (BHRCA) were also contacted? 
the co-operation of all but the BHRCA was obtained. It was therefore hoped 
that a total of 43 interviews would be conducted: one member of staff and 
one of management from each hotel, and an interview with representatives 
from the TGWU, GMBU and the HCIMA.
Region & 
Location
Actual
Response
% of Total 
Response
No. Sampled 
in Region/Location
No. of 
Small/Large
England 88 75% 15 15
London 11 9% 2 1/1
Large Towns 15 13% 2 1/1
Rural Areas 33 28% 6 3/3
Resort Areas 29 25% 5 3/2
Scotland 17 15% 3 3
Large Towns 5 4% 1
Rural Areas 8 7% 1 1/2
Resort Areas 4 4% 1
Wales 13 10% 2 2
Large Towns 2 1%
Rural Areas 6 5% 1 1/1
Resort Areas 5 4% 1
Total 118 100% 20 20
Table 20: Selection of the Hotel Sample for the Interviews
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2. Methodological Procedure
Having outlined the definitions and scope of the methodology, the 
methodological procedure remains to be discussed. This section explains 
how the chosen methods of data collection, the mail questionnaire and 
interviewing were employed to obtain the required information from the 
selected sample.
2.1 The Mail Questionnaire
In this section, the considerations involved in the design of the 
questionnaire will be discussed, followed by an outline of the mailing 
procedure.
Questionnaire Design
The design of the mail questionnaire flowed directly from decisions 
concerning the data requirement and the sample structure. Because 
different data were required from each sector, (rates of pay from 
different grades of staff), and because the structure of each sector's 
sample varied (different variables such as size and location), it was 
necessary to design a different questionnaire for each sector of the 
industry.
However as many of the considerations involved in the design of the three 
questionnaires were similar, the design will be discussed in general 
terms, with reference made to any sectoral variations.
Piloting
It was decided not to carry out a pilot survey as it was realised that 
improvements and adjustments could be made each time the questionnaires 
were sent out. There was no change in the type of information requested, 
but refinements to the questionnaires were made as the survey progressed. 
Initially, discussions on the design of the questionnaires were held with 
persons in the industry who represented respondents from a variety of 
establishments in each sector of the industry. The alterations that have 
been made between the January 1982 survey and the January 1983 survey are 
outlined in the section entitled 'revisions'.
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Layout and Question Sequence
In the design of the questionnaire, one of the aims was to limit the 
length to one side of A4 paper. It was hoped that this would ensure that 
the questionnaire would appear short and therefore quick and easy to 
complete. In this way, it was hoped that this would encourage an initial 
response as well as future responses.
A further consideration with the design of the questionnaire was that of 
question sequence. It was realised that the respondent may object to 
answering questions on rates of pay and therefore it would have been 
unwise to place these questions at the beginning of the questionnaire. 
General information on each establishment was also required, (eg; size and 
location of establishment), so these questions formed the first section of 
the questionnaire and the section which required information on rates of 
pay followed. It was hoped that this 'funelling' approach would be 
productive in that potential respondents, having completed the first 
section of the questionnaire, would be more willing to complete the 
section on rates of pay. The questionnaire ended with a space for a 
signature in order to validate the response. Examples of the 
questionnaires can be seen in Appendix Three.
Question Type
Within the two sections of each questionnaire there were different 
question types. Section A, which required general information, included 
some 'closed1 questions. This type of question was used for the size of 
establishment and the ownership factor. This means that a choice of two 
or three answers were given on the questionnaire and the respondent had to 
tick the appropriate one. Other questions in this section were 'open', and 
included a space for the name and address of the establishment on all 
questionnaires, and a space for the price level on the hotel and 
restaurant questionnaires.
All the questions in section B were open, and gave a space for each rate 
of pay to be quoted, with the choice of hourly, weekly, or monthly period 
of payment. In the case of the hotel and restaurant questionnaires a 
choice of living-in or living-out rates was also given.
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Coding
Although some information such as the regional location, the size and in 
some cases the ownership, was already known about each unit before the 
questionnaires were sent out, when the questionnaires were first mailed in 
January 1982, no attempt was made to pre-code the questionnaires. Coding 
was done (eg: small=l, medium=2, large=3), only when the questionnaires 
were returned complete. However during the first analysis it was found 
that it was very time consuming to check every return, especially as some 
respondents had not completed the name and the address of the 
establishment. Therefore with future mailshots, a small box containing a 
reference number for each establishment, and any other known codes such as 
the size and the location, was placed at the top right hand corner of each 
questionnaire before mailing. This considerably reduced the time spent on 
analysis as the reference number indicated from which establishment the 
response came, and once the answers had been checked against the pre-code, 
the only numbers to be noted were the price level and the rates of pay.
Revisions
As mentioned in the section on piloting, revisions were made to the 
questionnaires between the first two mailshots. There were some general 
alterations to questionnaires for all sectors, and others applied only to 
particular sectors.
General Revisions:
All the boxes used in the closed questions of the first section of each 
questonnaire were placed vertically rather than horizontally as it was 
decided that this looked clearer. Some staff grades were excluded from the 
second questionnaire because the response rate for the first questionnaire 
was poor, eg: for industrial catering, the Storekeeper and the 
Barman/maid. The order of the grades was altered slightly to help the 
analysis by placing all the hourly, weekly, and monthly paid staff 
together. An annual period of payment was also added to the options here. 
A space was provided at the bottom of each questionnaire for a name to be 
given aswell as a signature. This was done so that it was possible to 
contact the same person for subsequent mailshots.
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Hotel Questionnaire:
With the question concerning price level, an instruction on V.A.T. was 
added as there was some confusion as to whether this was meant to be 
included on the first questionnaire.
Restaurant Questionnaire:
The question on price level was altered as there was some confusion with 
the first questionnaire. The respondent was given the opportunity to quote 
the average spend on food and liquor for lunch and/or dinner rather than 
lunch only? and there was also an instruction added concerning V.A.T. and 
gratuities.
Industrial Catering Questionnaire
The major alteration for this questionnaire was it's division into two 
parts. It was found that different information was required from the 
industrial catering units and the contract catering units, so two new 
rather different questionnaires were designed. These can be seen in 
Appendix Four.
Covering Letter
When drafting the covering letters to accompany the questionnaires, it was 
thought essential to explain the purpose of the research, to encourage the 
reader to respond, and to ensure the respondent of complete 
confidentiality and anonymity. Examples of covering letters may be seen in 
Appendix Five.
Mailing Procedure
Because of the volume of letters and questionnaires to be mailed, it was 
decided that the use of datastar and Wordstar software packages would 
provide the most efficient mailing procedure.
Method
A Northstar Horizon micro computer was used and the datastar package was 
used as a data entry system for the addresses of the hotels, restaurants, 
and industrial companies. The Wordstar package was used to merge print 
these addresses with a covering letter and a label fomat.
Every hotel, restaurant and industrial catering unit that had been 
selected for the sample was mailed by this method. Each establishment was 
sent the appropriate questionnaire and covering letter, plus a freepost 
envelope in which to return the completed questionnaire.
Alternatives, Advantages and Disadvantages
Alternative methods for the mailing procedure were considered, and two 
possibilities presented themselves;
a) A standard letter typed and copied. Labels typed as required.
b) A standard letter typed and printed. Labels typed and printed.
Advantages of using the Micro Computer;
a) Each letter was original and personalised, and contained the name and 
address of the appropriate unit. With a standard letter copied or printed, 
the same quality of print could not have ben obtained, nor could an 
address have been included.
b) The letter file could be edited at any time with a minimum of effort. 
Words could be changed and phrases replaced while the letter was displayed 
on the Visual Display Unit (VDU). With the alternative methods, if 
alterations or corrections had to be made, a new letter would have to be 
typed each time.
c) The addresses required typing only once, and could then be used for 
the letter, the labels and the data list. This file could also be edited,
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which enabled the addresses of non-respondents to be deleted so as not to 
be included in further mailshots. With the alternative methods, the 
addresses would have had to be typed a number of times for repeated 
mailshots, or if they had been printed on-to labels many would have been 
wasted, as not all the units responded to the first mailing and their 
addresses were not required again.
d) A data list, ies a list of all the addresses in any one file, was also 
available by using the micro computer. This was very useful for crossing 
off the responses as they arrived and checking that the information given 
by the questionnaire, such as the location and the size of the 
establishment, corresponded with that contained in the coding which 
accompanied each address on the mailing list. If other methods had been 
used this list would have had to have been typed separately.
Disadvantages of using the Micro Computer:
a) Initially a great deal of time was spent setting up the appropriate 
programs and generally understanding the workings of the computer. It 
would initially have been quicker and simpler to print a standard letter.
b) The actual printing of each individual letter, using the micro 
computer also demanded a lot of time as it was necessary for someone to 
feed each piece of paper into the printer. However these disadvantages 
were only associated with the first mailshot. Each subsequent mailing 
became quicker and simpler by using the micro computer. If other methods 
had been used for the initial mailshot, subsequent mailings would have 
been as complex and as time consuming as the first.
Exceptions
It was mentioned in a previous section of the sampling procedure that for 
the sample of contract caterers major companies were contacted and asked 
if they would co-operate with the survey. Agreements concerning the number 
and the regional spread of the responses were reached by personal visits 
and telephone calls and in most cases questionnaires were sent to the head 
office of the companies for distribution by regional or personnel 
managers. For this reason, it was not necessary to include the contract 
caterers in the computerised mailing procedure. Covering letters were 
typed individually and sent with the agreed number of questionnaires and 
freepost envelopes to the regional or head offices for distribution.
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2.2 Interviewing
This section contains a discussion of the techniques that were employed in 
the interviews to collect information on factors influencing rates of pay 
in the hotel sector, and also outlines the interviewing procedure.
Interviewing Techniques
As decisions about the data collection method, the sample, and the pay 
determinants to be investigated, had already been made, it remained to 
design an interview structure. The objective for this part of the study 
was to determine what factors influence pay in the hotel sector. It had 
already been decided that this information should be gathered from people 
in the industry? management, staff, trade unions and professional 
associations. It was also important that the results of this information 
gathering could be quantified. Some form of measurement needed to be 
applied in order that the information from the various sources could be 
compared and discussed.
Attitude measurement techniques were considered suitable, as they allow 
for genuine, spontaneous responses to statements on the issues being 
investigated. Each individuals' responses are taken into consideration, 
and the results can be quantified. Attitude measurement techniques provide 
a structure for an interview, without eliminating dicussion. Alternative 
attitude techniques are outlined below.
Alternative Attitude Measurement Techniques
The attitude scale is the most common method of attitude measurement:
'of all the methods for the measurorient of attitudes, by far the 
most widely used and the most carefully designed and tested is the so- 
called attitude scale.' (28)
An attitude scale consists of a set of statements or items to which the 
person responds. The pattern of the person's response provides a way of 
inferring something about his or her attitude. In selecting an appropriate 
attitude scaling technique for the purposes of this research, three major
techniques were considered; Osgood's Semantic Differential, Thurstone's 
Scales and the Likert Method.
Osgood's Semantic Differential (29), was considered unsuitable 
for this part of the study. The semantic differential refers to the 
different kinds of measurement we use in conceptualising an object.
Hundreds of people are asked to rate an array of objects in terms of many 
different attributes, and the ratings are then compared through factor 
analysis ( a complex technique for examining the inter-correlation of a 
large amount of data - the net result is to try and identify the main 
factors accounting for the variance in the data). This technique is better 
suited for comparing response to a variety of objects (such as new 
products), rather than measuring actual responses to certain subjects.
This method was therefore rejected.
Thurstone's technique (30), known as the Thurstone Scales, was 
more relevant than Osgoods as it entails the presentation of an attitude 
questionnaire (to the group whose attitudes are to be measured), 
containing statements about the subject under consideration. However the 
method involves a lot of preparation time and a great deal of co-operation 
from the people who are being surveyed, for example; the statements on the 
attitude questionnaire are selected and given a scale value by an 
elaborate system of judging and scoring. For these two reasons; the 
complexity and time-consuming nature of the technique, and the fact that 
the method relies upon an unreasonable amount of co-operation from the 
population, Thurstone's technique was also rejected.
However Likert's method (31) was found to be both relevant to the project 
and simple to prepare. It too entails the preparation of an attitude 
questionnaire, and although Likert suggests that the attitude statements 
be obtained by means of 'free interviews' (with persons similar to those 
to be finally surveyed), they can in fact be gathered from any source 
provided they are simple and meaningful; as Elms suggests in an Open 
University text Attitudes (32);
'The initial array of statements may come from any source, as long as 
they cover a reasonably full range of attitudes towards the object and 
are brief and unambiguous.'
In doing this the second additional step that Likert recommended; the 
elimination of any irrelevant or ambiguous statements by item analysis, is
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no longer necessary. The remaining statements are then arranged in random 
order on the attitude questionnaire and the subjects are asked to indicate 
their agreement or disagreement along a five-point scale ranging from 
'strongly agree' to 'strongly disagree'. The subjects score is then 
tabulated by assigning a numerical value to each of the answers, ranging 
from one to five, and summing the numerical values to all the 
questionnaire statements.
Method Employed
Simple attitude statements were compiled by the research group from the 
list of pay determinants obtained by brain-storming and discussion within 
the University. There were twenty six statements on the attitude 
questionnaire with boxes for 'strongly agree' through to 'strongly 
disagree' alongside. Twenty five of these statements mentioned a possible 
determinant of pay, for examples
'The employment of a great number of part-time and casual workers in 
the hotel industry has had an effect on general levels of pay for all 
workers in the industry.'
This was the statement was designed to obtain a response as to whether the 
employment of part-time or casual employees had any effect on pay in the 
industry. The twenty sixth item was a very general statement about levels 
of pay in the industry, designed to gain some insight into the way people 
involved in the industry felt about pay. The full attitude questionnaire 
can be seen in Appendix Six.
Limitations
The main disadvantage in using attitude measurement techniques is that, 
although the statements were generally concerned with factors influencing 
pay in the hotel sector, within each statement a different factor was 
tested. Normally Likert's method is used to examine attitudes to one 
particular subject, for example, the licensing laws; and all the 
statements would be concerned with this one subject. The resultant 'score' 
then represents a measure of attitudes towards that subject. Here, the 
method was used to test individuals' responses to a number of different
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factors, and in this way, a 'general attitude' cannot be stated. However, 
as can be seen from the results in the following chapter, this method 
did provide data concerning which factors are thought to be important 
determinants of pay by different groups of individuals in the industry.
The method also required a reasonable level of co-operation from 
persons in the industry, in comparison to other methods which may have 
been difficult to complete because of lack of response, as they would 
have involved a great deal of co-operation from the industry. Finally, 
the statements generated much discussion of the issues in question 
during the interviews, which provide an interesting contrast to the 
quantitative data.
Interview Procedure
The hotels chosen for the sample were contacted by telephone, and the 
purpose of the study was explained. The person contacted (usually the 
General Manager, the Personnel Manager or the person who completed the 
mail questionnaire) was told exactly what the interview would require, 
what the information would be used for, and approximately how long the 
procedure would take. For those that agreed, a date and a time were 
arranged.
It was mostly agreed by telephone that the member of management could be 
interviewed first as a means of vetting the survey before allowing a 
member of staff to be interviewed. In some cases it was not possible to 
interview a member of staff. The interview was conducted in a semi­
structured fashion. The purpose of the survey, and the method of rating 
the statements were explained, and it was also stated that any additional 
comments that the respondent would like to make about the subject within 
each statement would be welcome. Each statement was read out by the 
interviewer, and a response on a one to five scale was obtained. If the 
respondent decided to add a few comments on that particular factor, these 
were noted on a separate sheet under the factor heading. For example, 
using the statement: 'Females in the hotel industry are paid less than 
males,' the respondent may respond with a 'strongly agree', but add that 
females are not paid less for the same job as males, but because they tend 
to be highly represented in the low paid occupations they do not earn as 
much. This comment would be noted in the column male/female on the 
appropriate hotel sheet.
appropriate hotel sheet.
If the interviewee was particularly unresponsive, merely replying to the 
attitude statements, once the survey was complete, some of the issues 
covered by the survey were raised by the interviewer to generate some 
discussion. Generally the interviews were conducted in such a way that a 
reponse to every attitude statement was obtained, and the maximum amount 
of discussion of the issues was generated.
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CHAPTER FOUR ; ANALYSIS AND RESULTS
The following chapter discusses the analysis of the data collected by the 
mail questionnaire and the interviews. The mail questionnaire dealt 
primarily with rates of pay in four sectors of the hotel and catering 
industry: hotels, restaurants, industrial catering units and contract 
catering units. Additional information was collected on the region, the 
location, the size of each unit, and in the case of the hotel and 
restaurant sectors, the price level and the ownership of each unit.
The analysis and results of the data from the four sectors of the industry 
are dealt with in the first section of this chapter. The results show 
gross basic rates of pay as at 1 January 1982. There is also a selection 
of results from the analysis of various determinants of pay in these four 
sectors of the industry.
In the second part of this chapter, determinants of pay in the hotel 
sector are discussed in detail. This includes further analysis of the data 
from the mail questionnaire and an analysis of the attitude surveys 
carried out during the interviews with persons from the industry.
1. Rates of Pay in the Hotel and Catering Industry
1.1 The Samples
The selected samples of hotels, restaurants and industrial companies were 
all sent the appropriate questionnaire and covering letter at the 
beginning of January 1982. As indicated in the previous chapter, contact 
with the contract catering operations was made with the head office of the 
catering company concerned rather than with the individual units.
The average response rate for all three sectors was 22 per cent. However 
for the industrial catering sector there was no comprehensive list of 
industrial catering units in Great Britain. Industrial companies therefore 
were contacted without knowledge of the kind, if any, of catering 
facilities being operated. A low response rate was therefore expected from 
this sector. In fact there was a 37 per cent response, but understandably 
not all contained completed questionnaires because many did not operate 
any catering facility. The response rate for completed questionnaires was 
16 per cent for the industrial catering sector, 28 per cent for the hotel 
sector and 23 per cent for the restaurant sector.
These response rates represented 115 hotel questionnaires, 91 restaurant 
questionnaires and 60 industrial catering questionnaires. A total of 150 
completed questionnaires had been gathered from the contract catering 
companies. It was decided to carry out a second mailshot for the hotel and 
restaurant sectors as the minimum target of 120 units per sector had not 
been reached. However it was thought unlikely that many more industrial 
catering units could be contacted without an unreasonable amount of 
mailing. The second mailshot was therefore limited to the hotel and 
restaurant sectors.
The second mailshot consisted of 158 hotels and 113 restaurants. An extra 
81 responses were received for the hotel sector, making a total of 196 
units in the sample of hotels. For the restaurant sector, an extra 23 
replies were received, making a total of 114 units in the restaurant 
sample. Although the restaurant sample was still below the minimum target, 
it was decided that the shortfall was sufficiently small to proceed with 
the analysis.
Structure of the Samples
Tables 21, 22, 23, and 24 show the breakdown of the sample for each 
sector. The hotel and restaurant sectors are broken down into regions, 
locations, size of units and type of ownership, while the industrial 
catering sector and the contract catering sectors are broken down by 
region, type of industry and size of unit. Definitions of the categories
may be found in Appendix Seven.
Hotel sample
Table 21 indicates the breakdown of the hotel sample, and it can be seen 
that most of the categories are adequately covered. It was difficult to 
obtain a balanced response as certain types of hotel tended to respond 
more readily than others. For example, the larger hotels, and the hotels
in the towns had a much higher response rate than small rural hotels. In
some ways this is understandable, as it can be assumed that larger hotels 
employ more administrative staff who are able to deal with general 
enquiries of this nature.
It was originally intended that the response would be representative of 
the hotel industry in Great Britain as outlined by Hotel Prospects to 1985 
(1). The original mailing was in fact loosely based on this structure in 
such a way that if, for example the EDC report suggested that there were 
more hotels in England located at the seaside than in any other location, 
then the sample had a greater proportion of hotels at the seaside. It was 
impossible to obtain a response that was identical in structure to the 
original mailing list because the response rate by different groups 
varied. However, since the sample of hotels contacted was selected on a 
random basis, the response was considered to provide an adequate basis on 
which to draw conclusions.
Region of Location of Size of
fU
Ownership of
Units No. Units No. Units NO. Units NO.
London (1) 20 London (1) 20 Small (1) 50 Private (1) 104
Scotland (2) 38 Large Medium (2) 56 Chain- 92
Towns (2) 45 owned (2)
Wales (3) 28 Rural Large (3) 90
Areas (3) 65
South (4) 31 Resort
Areas (4) 66
Midlands (5) 16
West (6) 27
North (7) 36
TOTAL 196 TOTAL 196 TOTAL 196 TOTAL 196
Table 21: Structure of The Hotel Sample
Restaurant sample
As outlined in the previous chapter, it was decided to base the restaurant 
mailshot on the same stucture as the hotel mailshot as there was no 
equivalent publication to Hotel Prospects to 1985 (2) for the restaurant 
sector. Most of the categories were adequately covered, with the exception 
of the chain ownership and the London categories. The small restaurants 
were also under-represented. Once again this was due to a low response 
rate from the smaller restaurants. For the purpose of the analysis the 
small and medium categories were joined, so that the sector was divided 
into two size categories. The low number of chain-owned restaurants can be 
attributed to the source used for the selection of restaurants. As there 
was no comprehensive listing of restaurants in Great Britain, The guide 
book Hotels and Restaurants in Great Britain (3) and the Egon Ronay guide, 
Lucas Guide 1982 (4) were used. Both of these concentrated mainly on 
restaurants that are privately owned. Because there were few chain-owned 
restaurants in the sample, rates of pay by ownership was omitted from the 
analysis. The low number of restaurants in London in the sample is because 
the number mailed was based on the hotel sample structure which amounted 
to 15 per cent of the total sample. Consequently there were not a great 
number of restaurants mailed in the first instance. Because of the large 
number of different regional categories, analysis by regional location was 
not possible as some of the regional samples were too small for 
calculation of a median rate of pay.
Region of 
Units NO.
Location of 
Units No.
Size of 
Units NO.
Ownership of 
Units No.
London (1) 6 London (1) 6 Small (1) 16 Private (1) 98
Scotland (2) 21 Large Medium (2) 49 Chain-
Towns (2) 22 owned (2) 16
Wales (3) 11 Rural Large (3) 49
Areas (3) 54
South (4) 18 Resort
Areas (4) 32
Midlands (5) 24
West (6) 18
North (7) 16
TOTAL 114 TOTAL 114 TOTAL 114 TOTAL 114
Table 22: Structure of the Restaurant Sample
Industrial Catering Sample
The industrial companies mailed were selected on the basis of type of 
industry and regional location of unit. However as there was no previous 
knowledge of any catering facility being operated by these industries or 
by a catering contractor, the response of in-house industrial catering 
units was quite small. Table 23 shows the breakdown of the sample, but as 
there were only sixty industrial catering units in the sample it was not 
possible to conduct any analysis on the various categories of the sample.
Region of 
Units NO.
Industry of 
Units NO.
Size of 
Units NO.
London (1) 8 Production (1) 7 Small (1) 20
Scotland (2) 12 Manufacturing (2) 24 Medium (2) 22
Wales (3) 1 Transport & Large (3) 18
Communication (3) 2
South (4) 11 Distributive
Trades (4) 7
Midlands (5) 3 Insurance,
Banking &
Finanace (5) 6
West (6) 2 Public Admin.
& Defence (6) 14
North (7) 23 Professional
& Scientific
Services (7) -
Miscellaneous
Services (8)
TOTAL 60 TOTAL 60 TOTAL 60
Table 23: Structure of the Industrial Catering Sample
Contract Catering Sample
As the contract catering industry is dominated by large specialist 
catering companies controlling many catering outlets, as already 
explained, it was thought appropriate to contact the outlets via the 
company head offices. It was suggested that the companies take a sample of 
their units with regard to regional and size variations. One company 
agreed to provide information from a number of units from their offices in 
the South, the Midlands, and the West. Another agreed to complete six 
questionnaires for each regional office, of which there were eighteen 
around Great Britain. A third company provided information from ten units 
in London and the South.
The structure of the sample is shown in Table 24. The size categories are 
adequately covered, but full regional analysis was not possible because of 
the lack of response from Scotland.
Region of Industry of Size of
________ »
Units NO. Units No. Units NO.
London (1) 29 Primary (1) 4 Small (1) 58
Scotland (2) - Manfctg. (2) 96 Medium (2) 69
Wales (3) 11 Transp. Large (3) 23
Commnctn. (3) 11
South (4) 36 Distributive
Trades (4) 2
Midlands (5) 30 Insurance,
Banking &
Finanace (5) 16
West (6) 26 Public Admin.
& Defence (6) 6
North (7) 18 Professional
& Scientific
Services (7) 13
Miscellaneous
Services (8) 2
TOTAL 150 TOTAL 150 TOTAL 150
Table 24: Structure of the Contract Catering Sample
Coding
To ensure that data given by the questionnaires were in a suitable form
for analysis, information such as the region and the size of the unit were
given code numbers. The code numbers are shown (in brackets) next to the 
categories in Tables 21 to 24. The coding was simple, for example?
small = 1, medium = 2, large = 3,
London = 1, large towns = 2, rural areas = 3, resort areas = 4.
A large, chain-owned hotel in Newcastle would be coded in the following 
manner ?
7 2 3 2  (region, location, size, ownership)
7 (= north) 2 (=large town) 3 (=large) 2 (-chain-owned) 
Standardisation of Payment
The respondent was given the choice of quoting rates in hourly, weekly, or 
monthly terms, and it was important that these were standardised so that 
meaningful averages could be calculated. A period of payment was decided 
upon for each grade of staff in each sector. The choice of the period of 
payment was based on the most recurrent period of payment quoted. For 
example, if most kitchen porters' pay in the restaurant sector was quoted 
as an hourly rate, then this was the rate chosen, and all kitchen porters' 
pay was converted to an hourly rate. Unless otherwise stated by the 
respondent on the questionnaire, a forty hour week, a five day week, and a 
calender month were assumed.
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1.2 The Analysis
The analysis entailed calculating average rates of pay for all staff 
grades in each sector of the industry. Where possible, further analysis 
was carried out, to obtain information on rates of pay according to 
various factors in each sector of the industry. Because of the volume of 
data it was decided that computerised analysis would be the most 
appropriate.
Input of Data
The Minitab software package was used for the analysis. This is a general 
purpose statistical package developed by Pennsylvania State University and 
used under licence by the Universtiy of Surrey. It is part of the 
University's time share mini computer network and it operates on Prime 
750. This was an appropriate package to use as it is an interactive system 
which is designed primarily for moderate size data sets which can be 
stored in the main memory.
The Minitab package consists of a worksheet of rows and columns in which 
data are stored; and a collection of about 150 commands which operate on 
the data stored in the worksheet.
Data for each sector were entered at the terminal and held in separate 
files named after each sector. Each record (questionnaire) formed a row 
of data with many columns. The hotel sector worksheet for example had 196 
records or rows representing the 196 returned questionnaires. Each row had 
39 columns; column 1 to column 5 containing the codes for region, 
location, size, ownership and price figures, and columns 6 to 39 
containing the rates of pay. There were 17 grades of staff on the hotel 
questionnaire, but each had two columns one for the living-in rate and one 
for the living-out rate. A non-response was represented by a '-1'. A 
sample of the hotel sector's worksheet can be seen in Appendix Eight.
The data for the restaurant sector the industrial catering sector and the 
contract catering sector were entered in a similar manner and held in 
seperate files.
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Computerised Analysis
In order to facilitate repeated analysis, and avoid re-typing the same 
commands, three command files were designed to carry out a sequence of 
actions on the data. There was a command file for the hotel sector, for 
the restaurant sector and one for both the industrial catering sector and 
the contract catering sector as they both had the same number of columns 
in the worksheets.
Once the computer was told to execute a command file, the following 
actions were carried out;
1. All the '-1' were recoded into ( the asterix is then
ignored in the 
calculations )
2. Description of each pay column (giving the number of
responses and non-responses 
the mean and the standard 
deviation)
3. Histogram of each pay column (showing the range and the
distribution of pay)
4. Median of each pay column.
Examples of the computer print-out can be seen in Appendix Eight.
Use of the Data
It was decided from the selection of data provided by the computer 
analysis, that the median rates of pay would be the most useful and 
reliable indicators. This decision was made because the range of pay was 
large in many cases, and the median, unlike the mean is not greatly 
influenced by extremes.
Full analysis of all the categories of the hotel sector was only possible 
for the living-out staff. The sample of living-in staff was small and only 
allowed for the calculation of a general rate. For the restaurant sector, 
no analysis of living-in rates was possible as so few staff in the sample 
lived on the premises, analysis by region was not possible because of the 
small sample size within each region, and analysis by ownership was not 
possible because of the lack of chain-owned restaurants in the sample.
Only median rates of pay for the industrial catering sector as a whole 
could be calculated, and for the contract catering sector, analysis by 
size of unit and by location inside and outside London was carried out.
As explained in Chapter Three, provided the sample size is not less than 
forty, one can assume that the sampling distribution of the means of many 
samples forms a formal distribution, and that this (normal distribution) 
has a mean equal to the population mean. Tables 20 to 24, showing the 
structure of the samples, indicate that many sub-samples, for example 
samll restaurants? do not have a sample size of forty. In addition, even 
where there are forty or more units in a sub-sample, there is no 
guarantee that there will be rates of pay quoted for every grade of 
staff? meaning that the number of staff grades in each sub-sample may be 
smaller than the number of units in the sub-sample. For this reason 
throughout the results the sample size for each grade of staff is given 
in brackets next to the average rate of pay. For grades of staff with 
less than forty in the sample, the average rates of pay should be treated-
with caution. They are still discussed as meaningful indicators of
levels of pay, but they should be regarded carefully.
The range of results is listed below;
Hotel sector; Median rates of pay for all grades of staff 
(living-in and living-out)
Median rates of pay for living out staff by region of unit
Median rates of pay for living-out staff by location of
unit.
Median rates of pay for living-out staff by size of unit
Median rates of pay for living-out staff by ownership of
unit.
Median rates of pay for living-out staff by price level of
unit.
Restaurant 
sector :
Industrial 
Catering 
sector :
Contract 
Catering 
sector %
Median rates of pay for living-out grades of staff 
Median rates of pay for living-out grades of staff by
location of unit. 
Median rates of pay for living-out grades of staff by size
of unit.
Median rates of pay for living-out grades of staff by price
of unit.
Median rates of pay for all grades of staff
Median rates of pay 
Median rates of pay
Median rates of pay
for all grades of 
for all grades of
for all grades of
staff
staff inside and 
outside London, 
staff by size of 
unit.
The Hotel Sector
One of the most remarkable features of the results of the pay survey for 
the hotel sector was the wide range of pay experienced by staff in the 
industry. It was found that some head chefs were paid £40 a week in 1982, 
while others received a weekly rate of £200? some waiters/resses were paid 
£0.80 per hour, while others were paid £2.40 per hour. These findings are 
similar to those of the Hotel and Catering ETC postal survey of earnings 
in 1973 (6) i
'There is a considerable overlapping of earnings between groups. Thus 
in the extreme case it is found that in certain establishments a few 
kitchen hands and a room maid in the sample were earning 
substantially more than head chefs in other establishments.'
This stufy examines median gross basic rates of pay, and Table 25 shows 
the results of the survey for living-in and living-out staff in the hotel 
sector. The LRE and LR Wages Council sets a legal minimum rate of pay for 
hotel employees, and in January 1982, LR(63) was effective. As Table 25 
does not distinguish between staff in London and those elsewhere, and as 
only a small percentage of the hotels in the sample were situated in 
London (ten per cent), the legal minimum rates of relevance here for 
living-out staff ares £52.20 for a forty hour week (£1.30 per hour), for a 
service worker of eighteen years or over outside London, and £61.10 for a 
forty hour week (£1.54 per hour), for a non-sevice worker of eighteen 
years or over outside London. Service workers include waiters, waitresses 
and porters only.
The Wages Council Order LR(63), also states that £0.44 an hour may be 
deducted from the pay of all workers aged eighteen or over, taking full 
board and lodging. This means that the legal minimum for a service worker 
living-in is £34.00 per week or £0.86 per hour and the legal minimum 
for a non service worker is £44.00 per week, or £1.10 per hour January 
1982. However, as noted in the Hotels and Catering EDC earnings survey 
(7), it is difficult to calculate a notional value for living-in, and 
again there are large variations in the amounts deducted for accommodation
and food. This makes the identification of patterns of pay amongst living- 
in staff very difficult, and may explain why the results in Table 25 show 
that the head waiter/ess has a higher median rate of pay living-in than 
living-out. For this reason, more emphasis will be placed on the results 
for the living-out staff.
STAFF
GRADES
o
l iv in o -
in
MEDIAN 
(n) PAY
LIVING-
OUT
MEDIAN 
(n) PAY
' .- - - ____ o
MONTHLY PAID
Manager N/A (51) 600
Asst. Manager
o
(30) 320 (62) 376
WEEKLY PAID
Head Receptionist (25) 71 (106) 86
Receptionist (30) 55 (122) 66
Head Chef (23) 110 (138) 123
Second Chef (20) 75 (131) 91
Head Housekeeper (20) - 68 (109) 80
Head Barman/maid N/A (96) 74
Head Waiter/ress (21) 90 (116) 82
HOURLY PAID
Commis Chef (25) 1.25 (112) 1.61
Room Maid (20) 1.15 (160) 1.50
Cleaner N/A (130) 1.54
Barman/maid (21) 1,43 (122) 1.54
Waiter/ress (28) 1.33 (155) 1.50
Kitchen Porter (25) 1.25 (131) 1.52
Porter
J
N/A (109) 1.54
«
Table 25 : Median Rates Of Pay of Hotel Staff In Great Britain 
as at 1 January 1982
Examining the living-out median rates of pay in Table 25, room maids have 
a median rate of pay lower than the legal minimum. As a non service 
worker, a room maid living-out, should be paid a legal minimum of £1.54 
per hour outside London, and £1.68 inside London. This grade of staff is 
one of the lowest paid of the hourly paid staff, along with the 
waiter/ess. The waiter/ess however, may be expected to receive tips in 
addition to their basic wage. The commis chef is the highest paid of the 
hourly paid staff, and the remainder of the grades have similar average 
rates. None of the median hourly rates for the living-in staff are below 
the legal minimum, although the room maid is again the lowest paid.
There are no median weekly rates of pay in the results that fall below the 
legal minimum. For both living-out and living-in staff, the head chef is 
the highest paid and the receptionist the lowest. The receptionist is the 
only staff grade included in this group that does not have departmental 
status, however it is also a predominantly female occupation. The 
managerial staff, who do not come under the scope of the Wages Council, 
also earn varying amounts, and the median pay of the head chef is in fact 
higher than the median pay of the assistant manager/ess, whose pay is 
considerably lower than that of the manager/ess.
Geographical Region
Table 26 shows median rates of pay for hotel staff living-out according 
to regional location. The seven regions are defined in Appendix Seven. As 
there are seven different categories, it is difficult to trace a general 
pattern of pay. For the management grades, staff in London and the South 
enjoy the highest levels of pay, with the Midlands following, but it is 
difficult to distinguish further clear patterns. For the weekly paid staff 
the pattern is the same for the head receptionist, the head chef and the 
head housekeeper. London shows the highest rates of pay for the hourly 
paid staff. The other main feature is that Wales is shown to have the 
lowest levels of pay in many cases? twelve out of the fourteen weekly and 
hourly paid staff experience the lowest median rates of pay in Wales.
This pattern may be explained by economic factors. Wales, the North and 
Scotland have the highest levels of unemployment in Great Britain ( 16.2 
per cent, 16.4 per cent, and 15.3 per cent respectively ), while the 
south, (including London), the Midlands and the West have slightly lower 
levels (10.4 per cent, 13.3 per cent, and 11.8 per cent respectively ) 
according to the Employment Gazette (8). Unemployment must 
influence the wage levels simply because a surplus of labour will lower 
wage rates, as Harvey states : (9)
'Thus the differences in wage rates between occupations or between 
localities for the same occupation can frequently be explained by 
differences in the supply rather than by differences in the demand.'
The regional pattern of pay shown in Table 26 has similarities with the 
pattern shown in the New Earnings Survey, Regional Analysis (10), which 
give average rates by region for all industries. Table 27 below shows the 
average weekly earnings for full time men and women in Catering, cleaning, 
hairdressing and other personal services as given in the New Earnings 
Survey.
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Regions Full Time Men 
Average Weekly Earnings 
£
Full Time Women 
Average Weekly Earnings
£
North 101.2 72.3
Yorkshire & Humberside 101.3 72.3
East Midlands 105.8 70.9
South East 110.9 73.7
East Anglia / 73.4
South West 101.6 72.5
West Midlands 104.0 70.2
North West 105.8 73.2
Wales 104.5 75.8
Scotland 108.5 73.1
Britain 109.7 75.9
Table 27 s Average Gross Weekly Earnings o f F u ll Time Men and Women
in  Catering, C leaning, H airdressing & Other Personal Services
Source: New earnings Survey
The North, Yorkshire and Humberside, and the West Midlands have the lowest 
average rates of pay in these industries, and London and the South have 
some of the highest rates of pay.
The levels of pay in different regions of the country may be linked to 
other factors. The Hotels and Catering Economic Development Committee 
found in their survey H ote l P ro sp ec ts  to  1985 (11), that London has 
the highest percentage of high priced hotels followed by the South, the 
Midlands, the North, the West and Scotland; (Wales was covered in a 
separate survey). It will be seen later in the results that higher priced 
hotels also have higher levels of pay, and it could be that this sample 
shows similar trends to that of the EDC survey. If this is this case, it 
is difficult to know whether higher rates of pay in London and the South 
as compared to the North and Scotland, should be attributed to the 
regional location or the price level of the hotel. This interrelationship 
of the factors is discussed in more detail in Chapter 5.
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Table 28 shows gross basic rates of pay for living-out staff by location. 
Definitions of the locations may be seen in Appendix Seven. For most of the 
staff the median pay is highest in London followed by large towns, rural 
areas and the resort areas. Given the demand for labour in London and the 
large towns, and the seasonal nature of much employment in the resorts, 
this pattern is not particularly surprising.
There are however,some exceptions to this pattern: the head waiter/ress, 
head barman/maid, head receptionist and the manager/ess all show different 
patterns. In the case of the head waiter/ress, the highest pay is in rural 
areas. For the head receptionist pay is highest in the large towns. For 
the head barman/maid, the pay in large towns is less than in rural areas 
and a similar pattern holds with the manager/ess grade. It is difficult to 
explain all these differences without reference to a range of other 
factors. For example, location can also be associated with the price level 
of the hotel. According to the EDC survey (12), 47 per cent of hotels were 
in their low price category and of these 40 per cent were in the resort 
areas, 4 per cent in rural areas, 2 per cent in large towns and 1 per cent 
in London. Therefore, the price level of hotels in different locations 
shows a similar pattern to the wage levels in different locations. This 
may also be the case with the sample of hotels used in this survey, and it 
is therefore difficult to isolate wage determining factors. Again this is 
dealt with in Chapter Five.
The reasons for the resort areas showing the lowest levels of pay may be 
connected to the effect of seasonality. The same survey (13), 
showed that over 30 per cent of hotels in seaside areas closed for six or 
more months in the year from July 1973 th June 1974. This was compared 
with 9 per cent of rural hotels, 3 per cent in small towns and none in 
large towns and London. The casual nature of the employment in the resorts 
may explain why the rates of pay in these localities appear to be lower 
than elsewhere.
The important point to make however, is that the overall pattern that 
emerges from this table of results is that rates of pay are highest in 
London, followed by large towns, rural areas and resort areas. As already
Location of Unit 4
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STAFF GRADES
LONDON 
MEDIAN PAY
£
LARGE TOWNS 
MEDIAN PAY
£
RURAL 
MEDIAN PAY
£
RESORT 
MEDIAN PAY 
£
,
MONTHLY PAID
Manager/ess 800 625 725 500
Assistant Manager/ess 500 378 392 340
WEEKLY PAID
Head Receptionist 100 105 80 72
Receptionist 78 69 65 62
Head Chef 159 157 130 120
Second Chef 100 91 90 82
Head Housekeeper 126 108 75 70
Head barmary'maid 82 67 76 70
Head Waiter/ess 86 80 89 81
HOURLY PAID
Commis Chef 2.00 1.74 1.56 1.41
Room Maid 1.76 1.54 1.50 1.43
Cleaner 1.76 1.54 1.50 1.50
Barman/maid 2.00 1.54 1.58 1.47
Waiter/ess 1.76 1.54 1.50 1.44
Kitchen Porter 1.76 1.54 1.50 1.50
Porter 1.76 1.54 1.54 1.48
Table 28: Median Rates o f Pay o f H otel S ta ff (liv in g -o u t ) by Location as a t  
1 January 1982
mentioned, this pattern is thought to be influenced particularly by the 
differences in demand for labour and alternative job opportunities in the 
locations concerned.
Size of Unit
Table 29 shows the median rates of pay for living-out staff in the hotel 
sector according to the size of the hotel. The small category is for 
hotels with 11 to 25 bedrooms, medium size is 26 to 50 bedrooms and large 
is 51 or more bedrooms.
For the management grades the rates of pay increase with an increase in 
the size of the hotel. The size factor is quite an obvious determinant of 
pay for the manager/ess and the assistant manager/ess, as the larger the 
establishment the greater the responsibility for the management in terms 
of number of staff and ordinarily turnover. The trend is less pronounced 
for the assistant manager/ess.
The size of the establishment does not appear to influence the pay of the 
weekly paid staff. Only the head housekeeper is paid an increasing amount 
with an increase in the size of the hotel. As size is measured by the 
number of bedrooms in this case, it is not surprising that the head 
housekeeper's pay is influenced, as an increase in the number of rooms 
means more responsibility for the departmental head. The other weekly paid 
staff do not appear to be as influenced by the size of the establishment? 
the head receptionist's pay does increase from the small category of 
hotels to the large category, but the weekly rates of pay in the 
restaurant, the kitchen and the bars show no identifiable trends. The 
rates of pay of the head chef, the head waiter/ess and the head 
barman/maid, will most probably be dependent on the size of the food and 
beverage operation which can be quite large in hotels with few bedrooms or 
quite small in hotels with a great many bedrooms. Rates of pay for these 
departmental heads may be influenced by the size of their own departments. 
Similarly, the rates of pay for the hourly paid staff do not show any 
pattern in relation to the size of the hotel.
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STAFF GRADES
SMALL HOTELS 
MEDIAN PAY
£
MEDIUM HOTELS 
MEDIAN PAY
£
LARGE HOTELS 
MEDIAN PAY
£
MONTHLY PAID
Manager/ess 481 523 1 1 1
Assistant Manager/ess 350 366 400
WEEKLY PAID
Head Receptionist 80 80 90
Receptionist 66 65 69
Head Chef 129 120 121
Second Chef 80 80 95
Head Housekeeper 69 71 90
Head Barman/maid 75 70 74
Head Waiter/ess 92 86 82
HOURLY PAID
Coiranis Chef 1.54 1.50 1.65
Room Maid 1.50 1.50 1.54
Cleaner 1.50 1.54 1.54
Barman/maid 1.54 1.50 1.54
Waiter/ess 1.50 1.50 1.54
Kitchen Porter 1.50 1.50 1.54
Porter 1.54 1.52 1.54
Table 29: Median Rates of pay of Hotel Staff (living-out) by size as at 
1 January 1982
Ownership of the Unit
As Table 30 shows the median rates of pay in chain-owned hotels are 
mostly higher than those in independently owned hotels. One of the reasons 
for this pattern of pay could be that the chain-owned hotels tend to have 
a uniform pay system. It is probably more economical in administrative 
terms to have a system whereby a waiter/ress in a hotel of any size, in 
any part of the country is paid the same rate? the only exceptions perhaps 
being London. In comparison, the independently owned hotels vary a great 
deal; some pay very high rates of pay and some pay very low rates. In this 
case this has the effect of causing the median of the range to be lower 
for independent hotels than for the chain owned hotels. For example, the 
range of pay for a head chef in the independently owned category is from 
£60 to £260 per week. In the chain-owned category the range for the same 
grade of staff is £80 to £240 per week. Similarly, for the hourly paid 
staff, the range for the kitchen porter in the independently owned 
category is £1.10 to £2.30 per hour, and the range in the chain-owned 
category is £1.10 to £2.10 per hour. Although the median was considered 
the most accurate figure to use when the range of the statistics is great, 
this may explain why the independently owned hotels appear to have lower 
median rates of pay than the chain-owned establishments.
A EDC study Manpower Policy In Hotels And Restaurants (14), also found 
that rates of pay were generally higher in ten large companies that were 
surveyed compared to a random sample of all hotels. Only the chef/cook, 
kitchen hand, day porter and washer-up had higher average weekly earnings 
in the random sample of hotels, the remaining ten grades of staff received 
higher wages in the large companies sample.
Of course it could be argued that the chain owned hotels tend to be 
generally large hotels, compared to the privately owned establishments. In 
this way the pay of the staff could be influenced by the size of the hotel 
rather than the ownership factor. The relationship between these two 
factors will be discussed later.
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STAFF GRADES
INDEPENDENT HOTELS 
MEDIAN PAY
£
CHAIN-OWNED HOTELS 
MEDIAN PAY
£
MCMffiLY PAID
Manager/ess 538 780
Assistant Manager/ess 360 400
WEEKLY PAID
Head Receptionist 76 99
Receptionist 65 69
Head Chef 130 120
Second Chef 85 91
Head Housekeeper 72 90
Head Barman/maid 78 70
Head Waiter/ess 96 80
HOURLY PAID
Commis Chef 1.52 1.87
Room Maid 1.50 1.54
Cleaner 1.50 1.54
Barmar\/maid 1.56 1.54
Waiter/ess 1.50 1.54
Kitchen Porter 1,50 1.54
Porter 1.54 1.54
Table 30: Median Sates of Bay of Hotel Staff (living-out) by Ownership as
at 1 January 1982
113
price Level of the Unit
The price level of most of the hotels in the sample was known because the 
questionnaire asked for the price of single room with breakfast. The 
mean price was calculated and the hotels with room rates below this mean 
were in the lower price category and the hotels with room rates above this 
mean were in the higher price category. The mean room rate for January 
1982 for this sample of hotels was £22.00.
As may be seen from Table 31, most rates of pay are higher in the higher 
priced hotels than in the lower priced hotels. However the influence of 
price level on rates of pay appears to be stronger on the monthly and 
weekly paid staff than on the hourly paid. The monthly paid staff and the 
weekly paid staff show substantial differences in pay between the lower 
priced and higher priced hotels, whereas the difference in pay levels 
between the two categories for the hourly paid staff is quite small. The 
average hourly wage for the lower priced hotels is £1.47 an hour and for 
the higher priced hotels, £1.57 an hour, a difference of only lOp per 
hour.
The fact that the hourly paid staff are least affected by a difference in 
the price level of a hotel could be attributed to similar reasons as for 
the size of the unit. A variation in price level tends to imply a 
variation in quality of service and therefore perhaps number of staff 
employed. This would in turn influence the pay of the management and the 
departmental heads as they would ultimately be responsible for greater 
numbers of staff. However the job of the waiter or room maid would not 
necessarily vary a great deal whether the room rate in a particular hotel 
was high or low. The job content of the hourly paid staff remains 
subtantially the same. However any differences in the level of service 
between the higher priced and lower priced establishments may be 
compensated by a larger amount of tips being received in higher priced 
establishments. Therefore although the prestige of working in a more 
highly priced hotel may raise the hourly rates a little (as shown in the 
results), price level does not seem to have as dramatic effect on the pay 
of hourly paid staff in the hotel sector as it does on the pay of the 
monthly and weekly paid grades.
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STAFF GRADES
LOWER PRICED HOTELS 
MEDIAN PAY
£
HIGHER PRICED HOTELS 
MEDIAN PAY 
£
MONTHLY PAID
Manager/ess 500 787
Assistant Manager/ess 300 400
WEEKLY PAID
Head Receptionist 66 99
Receptionist 62 69
Head Chef 113 140
Second Chef 80 100
Head Housekeeper 68 93
Head Barman/maid 70 76
Head Waiter/ess 80 86
HOURLY PAID
Commis Chef 1.45 1.75
Room Maid 1.50 1.54
Cleaner 1.50 1.54
Barman/maid 1.50 1.54
Waiter/ess 1.45 1.54
Kitchen Porter 1.45 1.54
Porter 1.42 1.54
Table 31: Median Rates of Pay of Hotel Staff (living-out) by Price level
as at I January 1982
The Hotel Sector: Summary
The results for the hotel sector highlight many differences in levels of 
pay throughout the industry. As expected, rates are higher for living-out 
staff than for living-in staff, and the small proportion of living-in 
staff in the sample should also be noted. Certain occupations emerge as 
being more highly paid than others in their staff group, such as the head 
chef in the weekly paid staff group, and the commis chef in the hourly 
paid staff group. The relatively low pay of the head housekeeper and the 
room maid from the same respective groups, provides an interesting 
comparison when it is considered that it is the accommodation department 
that usually generates the largest percentage of the hotels revenue and 
profit, the food and beverage operations the least.
Perhaps the way in industry, and the public generally views these 
occupations has a connection with the rates of pay they receive. Ellis in 
an HCITB study The Image of Hotel and Catering Work (15), found that the 
room maid was the least popular of all hotel and catering jobs, and the 
reasons given were that it was a 'womens job', the nature of the work, and 
the low status associated with the job. The head housekeeper was the least 
popular of the weekly paid staff in the industry and similar reasons for 
its unpopularity were given.
Further analysis of the results show rates of pay in relation to region, 
location, size, ownership and price level of the unit. Region and location 
appear to have a strong influence on the pay of all grades of staff.
London and the South have the highest rates of pay, with the Midlands, the 
North, Wales and Scotland following. Similarly for location, London and 
large towns show the highest rates of pay, followed by rural and resort 
areas. It is the hourly paid staff that tend to be particularly vunerable 
to changes in region and location and this may be explained by the fact 
that as unskilled workers, they are more susceptible to supply and demand 
factors of local labour markets.
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The other factors (size, ownership and price level), do not appear to have 
such an influence on the hourly rates of pay. They do however affect the 
monthly and weekly paid staff. This is understandable as changes in the 
size of the hotel would obviously effect levels of responsibility for the 
management and departmental heads, and changes in the type of ownership 
and price level may mean differences in the style of operation.
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Restaurant Sector
STAFF NO. IN MEDIAN
GRADES SAMPLE PAY
£
MONTHLY PAID
Manager/ess (32) 480
WEEKLY PAID
Head Chef (69) 120
Second Chef (59) 85
Head Waiter/ess (61) 82
HOURLY PAID
Commis Chef (69) 1.55
Kitchen Porter (53) 1.50
Waiter/ess (99) 1.45
Barman/maid (62) 1.54
• ©
Table 32 s Median Rates of Pay of Restaurant Staff in Great Britain 
as at 1 January 1982
Table 32 shows the median gross basic rates of pay of all staff in the 
restaurant sector. The figures are based on 114 responses from around 
Great Britain. The rates of pay refer to living-out staff, as there were 
very few living-in staff in the restaurant sample.
The restaurant sector is also covered by the LRE & LR Wages Council, 
therefore the same legal minimum rates of pay apply as with the hotel 
sector. Table 32 shows that the median rate for the kitchen porter is 
lower than the legal minimum for non-service workers outside London. The
1 1
Other hourly paid staff have similar median rates of pay, but they do not 
fall below the legal minimum. The waiter/ess has the lowest median rate 
of pay, but this grade is a service worker and is therefore expected to 
receive tips. The commis chef, as with the hotel sector is the highest 
paid of this group.
In the weekly paid staff group, none of the median rates of pay fall below 
the legal minimum and the second chef and the head waiter/ress are paid 
similar amounts (£85.00 and £82.00 respectively ), with the head chef 
being paid £120.00 per week, which is nearer to the median pay of the 
restaurant manager/ess. This can be attributed to the fact that the head 
chef of a restaurant is crucial to the success or failure of that 
restaurant. Unlike the hotel sector, where the food operation is only one 
aspect of the business, the restaurant sector is entirely dependent on the 
quality of food served, and the skills of head chef are therefore of 
paramount importance.
The average (mean) weekly pay for all staff in the restaurant sector is 
£83.78, just higher than that of the hotel sector (£83.50).
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Location
STAFF
GRADES
. . •
LARGE
TOWNS
MEDIAN 
(n) PAY
£
RURAL
AREAS
MEDIAN 
(n) PAY
£
RESORT
AREAS
MEDIAN 
(n) PAY
£
MONTHLY PAID
Manager/ess
... e
(20) 480 (21) 392 (20) 522
WEEKLY PAID
Head Chef 
Second Chef 
Head Waiter/ess
(22) 122 
(20) 100 
(21) 85
(32) 120 
(26) 82 
(22) 82
(20) 125 
(20) 85 
(22) 77
HOURLY PAID
Commis Chef 
Kitchen Porter 
Waiter/ess 
Barman/maid
(22) 1.57 
(20) 1.50 
(22) 1.44 
(20) 1.54
(27) 1.50 
(30) 1.50 
(47) 1.40 
(29) 1.50
(24) 1.50 
(26) 1.50 
(28) 1.50 
(21) 1.60
Table 33 : Median Rates of Pay of Restaurant Staff 
by Location as at 1 January 1982
Table 33 shows median gross basic rates of pay for living-out staff in 
the restaurant sector by location. The locational divisions are the same 
as for the hotel sector.
For the hourly paid staff there is very little variation in pay. The 
weekly paid staff have higher rates of pay in large towns, than those in 
rural and resort areas. The median pay for the restaurant manager/ess is 
highest in the resort areas and the large towns have the second highest 
rate, with the rural areas last.
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Price Level of the Unit
ft
LOWER
«
HIGHER
STAFF PRICE MEDIAN PRICE MEDIAN
GRADES (n) PAY (n) PAY
£ £
MONTHLY PAID
Manager/ess (21) 445 (22) 523
WEEKLY PAID
Head Chef (34) 120 (29) 120
Second Chef (26) 80 (24) 90
Head Waiter/ess (23) 77 (21) 90
HOURLY PAID
Commis Chef (29) 1.50 (26) 1.55
Kitchen Porter (29) 1.50 (28) 1.47
Waiter/ess (45) 1.44 (34) 1.52
Barman/maid (29) 1.54 (24) 1.61
Table 34 s Median Rates of Bay of Restaurant Staff
by Price Level of Unit as at 1 January 1982
The price level of each unit was ascertained by asking for information on 
the average spend on lunch or dinner. As very few restaurants in the 
sample quoted dinner figures, the mean of the lunch average spend was 
used as the dividing point between the lower and higher priced 
restaurants. This mean was £6.52 per person.
Once again, the pay of the manager/ess grade and the weekly paid staff 
appear to be more influenced by the difference in price level than the 
hourly paid staff. Three of the four hourly paid staff have a higher 
median rate of pay in the higher priced restaurants, but the range of pay 
is only £1.44 to £1.61, a differential of £0.17p an hour.
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Size of the Unit
STAFF
GRADES
SMALL
UNITS
(n)
MEDIAN
PAY
£
LARGE
UNITS
MEDIAN 
(n) PAY
£
MONTHLY PAID
Manager/ess (20) 384 (21) 500
WEEKLY PAID
Head Chef (28) 119 (41) 125
Second Chef (26) 82 (33) 90
Head Waiter/ess (28) 70 (33) 70
HOURLY PAID
Commis Chef (37) 1.60 (32) 1.50
Kitchen Porter (21) 1.50 (32) 1.49
Waiter/ess (54) 1.42 (45) 1.50
Barman/maid (22) 1.55 (40) 1.52
Table 35 s Median Rates of Pay of Restaurant Staff 
by Size as at 1 January 1982
The size of the restaurants (by seating capacity) was also known, and the 
sample was originaly divided into three categories: under 30 seats, 30 to 
50 seats and over 50 seats. However, because of the lack of response from 
small restaurants, the sample was more evenly divided when split into two 
categories, under 50 seats and over 50 seats. This division was used in 
the analysis of pay according to the size of the restaurant.
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As can be seen from Table 35, The manager/ess and the weekly paid staff 
are paid more in the larger restaurants, but the size of the unit appears 
to have little effect on the hourly paid staff, in fact for three of the 
four hourly paid staff, the pay in the larger units is less than in the 
small units.
The Restaurant Sector: Summary
The restaurant results generally show that the pay of monthly and weekly 
paid staff is more susceptible to variations in size of the unit and price 
level of the unit. The pay of all staff is influenced by the location of 
the unit, and the geographical region of the restaurant is most important 
to the pay of the hourly paid staff.
As discussed in connection with hotel workers, this could be because the 
pay of semi-skilled and unskilled workers is often determined by local 
labour markets. According to the laws of supply and demand, where a pool 
of labour is available, rates of pay will be lower than where labour is in 
short supply. This is exemplified by the results for the restaurant 
sector, which show that pay is lower in the North, the Midlands and the 
West than in London and the South. Patterns of unemployment show that the 
North, the Midlands and the West have much higher unemployment than London 
and the South.
The pay of management and skilled grades is probably less influenced by 
the geographical location of the unit as these grades of staff have 
probably invested in a certain amount of training for their skill, and are 
therefore more prepared to move to an area where they will be able to use 
that skill, rather than waste the training they have completed or be 
satisfied with a lower rate of pay elsewhere. However the pay of these 
grades is shown here to be more influenced by factors such as the size and 
the price level of the unit, which are indicators of the style of 
operation and the levels of responsiblity.
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Industrial Catering Sector
STAFF MEDIAN
GRADES (n) PAY
£
MONTHLY PAID
Unit Manager/ess (34) 597
WEEKLY PAID
Head Chef (25) 110
Cook (51) 82
Trainee Cook (25) 71
HOURLY PAID
Catering Asst. (53) 1.74
Kitchen Porter (26) 1.88
Waiter/ess (28) 1.84
Service Asst. (23) 1.68
Cashier (21) 2.01
Table 36 s Median Rates of Pay of Industrial Catering Staff 
as at 1 January 1982
As there were only 60 units in the sample for the industrial catering 
sector, it was only possible to present one table showing the median of 
rates of pay for staff in this sector as at 1 January 1982. However 
important comparisons can be made with other sectors of the industry.
The rates of pay are noticeably higher in this sector than in the 
restaurant sector and the hotel sector, and the weekly average for all 
grades of staff in industrial catering confirms this at £89.23 (restaurant 
sector average weekly pay: £83.78, hotel sector average weekly pay:
£83.50). The hourly paid staff are considerably higher paid than those
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with similar jobs in the restaurant sector. For example the median pay for 
a kitchen porter in the industrial catering sector is £1.88 an hour, 
compared to the rate in the restaurant sector of £1.50. This represents a 
difference of £0.38 an hour, which for a forty hour week would mean a 
difference of £15.20 a week. Similarly a waiter/ress in the industrial 
catering sector receives a median rate of £1.84 an hour, compared to £1.45 
an hour in the restaurant sector.
However, the weekly paid rates do not show the same trend. The head chef 
in the restaurant sector is paid more than in the industrial catering 
sector, and the second chef is paid more than the cook. This could 
possibly be connected to levels of skill. Although many industrial 
catering units include directors' dining rooms, the majority of industrial 
catering is concerned with producing large quantities of food at a 
reasonable price in the work place. This is a totally different 
environment from that of the restaurant, where the aim is more likely to 
be to produce individual meals of high quality. The chef of a restaurant 
may require greater culinary skills than the chef of an industrial 
catering unit and this appears to be reflected in the results.
The median pay for the manager/ess grade is considerably higher in the 
industrial catering sector than in the restaurant sector, and this could 
be due to the fact that the average size of an industrial catering unit is 
much larger than the average size restaurant. The majority of industrial 
catering units in the sample serve between 100 and 500 main meals per day; 
the majority of restaurants in the sample, have a seating capacity of 50. 
The greater the size of the unit, the greater the responsibility of the 
manager/ess.
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The Industrial Catering Sector: Summary
The reasons for these quite large differences in pay could be that the 
catering staff in the industrial catering sector are often working amongst 
workers in other industries. It is sometimes a requirement that the 
catering workers join the same union as the other workers of the industry 
and this often has the effect of pushing up the rates of pay of the 
catering workers on parity with the others. Also many of the industrial 
companies in the sample were very large organisations, where 
pay systems are well structured and defined. Most of the restaurants in 
the sample were independently owned units, where rates of pay tend to be 
much more idiosyncratic.
It is interesting to note that the Industrial Society's 24th Survey of 
Catering Prices, Costs, Subsidies and other Information (5) for the late 
spring 1982 found that the overall average rate of pay for catering 
assistants as at 1982 was £1.86 per hour. This rate is slightly higher 
than the one found from this survey, (£1.74).
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Contract Catering Sector
STAFF
GRADES
MEDIAN 
(n) PAY
£
-...... - - ..... o
MONTHLY PAID
Unit Manager/ess (149) 460
WEEKLY PAID
Head Chef 
Cook
Trainee Cook
( 79) 103 
( 85) 75 
( 42) 59
HOURLY PAID
Catering Asst. 
Kitchen Porter 
Waiter/ess 
Service Asst. 
Cashier
(145) 1.54 
( 51) 1.63 
( 54) 1.70 
( 22) 1.54 
( 57) 1.70
Table 37 : Median Rates of Pay of Contract Catering Staff as at 
1 January 1982
The median gross basic rates of pay for the contract catering sector are 
shown in Table 37. M l  of the rates are lower than those of the 
industrial catering sector, and the average weekly wage for all grades of 
staff (£77.26) is lower than that of the restaurant sector (£83.78), and 
the hotel sector (£83.50). The comparison between the contract catering 
sector and the industrial catering sector is particularly interesting as 
the majority of contract units are in an industrial setting, (77 per cent 
of the sample).
A reason for the large differences in rates of pay could be that the 
catering operations of the industrial sector constitute a very small part 
of the total business operation and are frequently subject to less 
stringent financial controls than those of contract caterers. Even where 
there is a separate budget for the catering set ion, any departures from 
the budgeted figures will not be regarded as a serious matter in relation 
to the total company operation. Contract caterers on the other hand have 
to pay considerably more attention to the financial results of their 
catering operations as it is these that determines the success or 
otherwise of a particular contract.
Location of the unit
STAFF
GRADES
LONDON
MEDIAN 
(n) PAY
£
THE
REST
MEDIAN 
(n) PAY
£
MONTHLY PAID
Unit Manager/ess (30) 593 (119)442
WEEKLY PAID
Head Chef 
Cook
Trainee Cook
(20) 120 
(21) 89 
N/A
( 59)103 
( 67) 71 
( 37) 60
HOURLY PAID
Catering Asst 
Kitchen Porter
i
Waiter/ess
Cashier
(30) 1.70
(20) 1.85
(21) 1.85 
(20) 1.86
(115)1.51 
( 32)1.53 
( 39)1.65 
( 42)1.65
Table 38 s Median Rates of Pay of Contract Catering Staff 
by Location as at 1 January 1982
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It was not possible to analyse the results of this sector by geographical 
regions, as some of the regions had a very small sample of units. However 
it was possible to look at rates of pay for London and for the rest of the 
country. London once again showed higher rates of pay than the remainder 
of Great Britain, and this could also be explained by similar supply and 
demand forces outlined in the discussion on the restuarant sector.
Size of unit
STAFF
GRADES
SMALL 
UNITS 
MEDIAN 
;n) PAY
£
MEDIUM
UNITS
MEDIAN 
(n) PAY
£
LARGE
UNITS
MEDIAN 
(n) PAY
£
MONTHLY PAID
Unit Manager/ess
, , _ ... . •
(57) 384 (69) 500 (23) 568
WEEKLY PAID
Head Chef 
Cook
Trainee Cook
. . . . . . . .  . ..... , _ •
N/A 
(20) 66 
N/A
(47) 103 
(49) 78 
(25) 60
(23) 114 
(20) 75 
N/A
HOURLY PAID
Catering Asst 
Kitchen Porter 
Waiter/ess 
Cashier
(55) 1.51 
N/A 
N/A 
N/A
(68) 1.54 
(30) 1.69 
(26) 1.72 
(35) 1.70
(22) 1.59
(20) 1.59
(21) 1.68 
(20) 1.70
c
Table 39 : Median Rates of Pay of Contract Catering Staff 
by Size as at 1 January 1982
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Table 39 shows the rates of pay in the contract catering sector according 
to the size of unit. Although 58 small contract units responded, not all 
quoted rates of pay for all grades of staff. This is the reason for some 
of the omissions in this table.
With an increase in the size of the unit, the median rate of pay for the 
manager/ess increases.This is obviously linked to the differing 
levels of responsibilty associated with different size units. This also 
applies to the pay of the head chef. The hourly paid staff, as with the 
restaurant sector and the hotel sector, appear to be unaffected by the 
size of the unit.
Contract Catering Sector: Summary
Contract catering pay is considerably lower than the industrial catering 
sector. Monthly and weekly paid staff appear to be influenced by both the 
location of the unit and the size of the unit, though size seems to have 
the greater effect. The hourly paid staff, on the other hand, are mostly 
affected by the location of the unit, and size does not appear to be an 
important determinant of pay.
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2. Determinants of Pay in the Hotel Sector
The section which follows examines the determinants of pay in the hotel 
sector. First there is further analysis of data collected by the mail 
questionnaire on five possible determinants of pay in this sector. These 
are examined and the inter-relationship between the determinants is 
discussed. This is followed by a section which studies the particular 
influence of price level on rates of pay. Finally other possible 
determinants are considered by examining information collected during 
personal interviews.
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2.1 Region, Location, Price Level, Ownership and Size as Determinants 
of Pay in the Hotel Sector
Information on the region, location, size, ownership and the price level 
of each hotel was collected by the mail questionnaire and these factors 
are examined in this section as possible determinants of rates of pay in 
the hotel sector. For the purpose of this analysis it was only possible to 
study the living-out staff as there were very few (15 per cent), living-in 
staff in the sample.
Median rates of pay for each grade of staff according to each factor are 
given in the previous section. For this part of the analysis however it 
was decided to deal with the information in a different way. First the 
staff grades would be dealt with in groups. This, it was thought would 
provide a more effective way of highlighting and examining general 
trends. Secondly, and partly following from the grouping of the staff 
grades, it was decided to use the mean rate of pay for each group rather 
than the median. It was felt that the mean in this case would be more 
reliable than the mid point of the rates of pay of a number of staff 
across a range of different grades.
The analysis falls into two distinct sections. The first studies each 
staff group in turn, comparing the influence of each factor on a 
particular group of staff. Therefore the influence of location, size, 
region, ownership and price on mean monthly pay is determined, followed by 
the influence of these factors on mean weekly and hourly pay. Secondly, 
each determinant is discussed separately.
To measure the influence of each factor on rates of pay, it was decided to 
study the range of pay across the sub-divisions of any one factor. For 
example, if the mean monthly pay varied a great deal between the rural 
areas, the resort areas, large towns and London, location was considered 
an important influence on monthly pay. However it was important to have a
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relative measure of the range, and one which could be expressed in a 
uniform manner to allow for comparisons between the factors and the groups 
of staff. The coefficient of variation was chosen for this purpose. This 
is a measure of relative variation and it is expressed in the form of a 
percentage. The coefficient expresses the magnitude of the variation (the 
standard deviation) relative to the size of the quantity being measured 
(as a percentage of the mean). Therefore, from the mean monthly rates for 
London, large towns, rural areas and resort areas, a mean and a standard 
deviation were calculated. By expressing the standard deviation as a 
percentage of the mean, a measure of the influence of location factor was 
found.
For example, to determine the influence of location on monthly paid staff:
STAFF GROUP
MONTHLY
PAID
LONDON
MEAN
PAY
£
666
LARGE TOWNS
MEAN
PAY
508
RURAL AREAS 
MEAN 
PAY 
£
530
RESORT AREAS 
MEAN 
PAY 
£
486
The sample = 666, 508, 530, 486
The mean = 547.5
The standard deviation = 70.16
The coefficient of variation 70.16
 =13%
547.5
The mean monthly rates of pay for London, large towns, rural areas and 
resort areas are shown above. The mean of this sample of figures divided 
into the standard deviation of the sample gives the coefficient of 
variation, which is a measure of the variation in the sample. The sample 
of monthly paid figures according to location therefore has a variation of 
13 per cent. This percentage can be compared with other percentages 
calculated from samples concerning other factors.
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Tables showing the full sample of pay rates for each category, ie, each 
location, region, size group, ownership group, and price level may be seen 
in Appendix Nine. Tables 40 to 42 show the coefficients of variation for 
each factor in each staff group. Table 40 shows the coefficients of 
variation for all factors in the monthly paid staff group? Table 41 
shows the coefficients of variation for all factors in the weekly paid 
staff group, and Table 42 shows the coefficients of variation for all 
factors in the hourly paid staff group.
Monthly. Weekly and Hourly Paid Staff Groups 
Monthly Paid Staff
(Manager/ess and Assistant Manager/ess) 
Mean Standard 
Factors Pay Deviation
£
Coefficient of 
Variation
Location 547.50 70.16 13%
Size 503.33 50.73 10%
Region 536.14 81.08 15%
Ownership 523.00 53.00 10%
Price 509.00 62.50 12%
Table 40 s Determinants of Pay of the Monthly Paid Staff
It can be seen from Table 40 that the rates of pay of the monthly paid 
staff are quite strongly influenced by all of the factors, as the 
coefficients of variation are all 10 per cent or over. The geographical 
region of the hotel is shown to have the greatest influence on the monthly 
pay (15%), and this is closely followed by the location of the hotel 
(13%). Price level is the third most important influence of the five 
(12%), and size of the hotel and type of ownership both show the same 
coefficient of variation (10%).
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Weekly Paid staff
(Head Receptionist, Receptionist, Head Chef, Second 
Housekeeper, Head Barman/maid, Head Waiter/ess).
Mean Standard 
Factors Pay Deviation
£
Chef, Head
Coefficient of 
Variation
Location 95.25 8.41 9%
Size 90.33 4.03 4%
Region 93.29 7.04 8%
Ownership 93.00 1.00 1%
Price 90.00 9.00 10%
Table 41 : Determinants of Pay of the Weekly Paid Staff
With the weekly paid staff (Table 41), the order of the factors differs 
from that of the monthly paid staff. Price level of the hotel is shown to 
be the strongest influence on the pay of weekly paid staff (10%), with 
location (9%) and region (8%) second and third. The size of the unit (4%), 
and the type of ownership (1%) appear to be far less important influences 
on pay. In general the coefficients of variation of the sample of weekly 
rates of pay are lower than those of monthly rates of pay, showing that 
the weekly rates of pay are less influenced by these factors than are the 
monthly paid.
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Hourly paid Staff
(Commis Chef, Room Maid, Cleaner, Barman/maid, Waiter/ess, Kitchen
Porter, Porter)
Mean Standard Coefficient of
Factors Pay Deviation Variation
£
Location 1.65 0.246 15%
Size 1.52 0.048 3%
Region 1.63 0.200 12%
Ownership 1.54 0.040 3%
Price 1.53 0.075 5%
Table 42 s Determinants of Pay of the Hourly Paidi Staff
Table 42 shows the equivalent information for the hourly paid 
staff. Here, location is seen to have by far the strongest influence on 
hourly rates of pay (15%). The geographical region of the unit also 
influences hourly pay (12%), but the other factors of price level (5%), 
size of unit (3%), and type of ownership (3%), appear to have very little 
impact on the pay of this staff group.
The results of this analysis reinforce the trends shown and discussed 
earlier in this chapter. The rates of pay of the monthly paid staff are 
quite strongly influenced by all five factors under examination. For the 
weekly paid staff, price level, region and location of the hotel are 
important determinants of pay, and for the hourly paid staff region and 
location are strong influences on pay.
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Summary of the Determinants
Region and Location
The importance of the regional position and the location of a hotel to the 
pay of all occupational groups within this sector must be partly due to 
supply and demand factors in the labour market. Although it can be argued 
that labour is too complex a concept to which to apply a theory of 
commodity value, it is still possible to make the assertion that where the 
demand for labour is greater than the supply, wage rates tend to be higher 
(to attract labour to the workforce) than where the supply of labour 
exceeds the demand. In this way, it is understandable that there are 
variations in pay in different regions of the country and within different 
locations. As Appleton points out, (16):
'The supply and demand position of labour will vary in different 
parts of the country thus creating differences in average wage 
levels.'
From the results of the survey it can be seen that there is a great deal 
of variation in pay levels across the regions and locations in Great 
Britain. Pay is highest in London and the South for monthly, weekly, - and 
hourly paid staff, and lowest in the North, the West and Wales for each 
staff group (Appendix Nine). In these latter areas the supply of labour 
is greater than in London and the South because of higher levels of 
unemployment as shown in Table 43 below.
Region Percentage
Unemployed
Greater London 8.9
South East (incl. London) 9.2
East Anglia 10.4
South West 11.2
East Midlands 11.2
Yorkshire & Humberside 13.3
North West 15.2
West Midlands 15.3
Scotland 15.3
Wales 16.2
North 16.4
Table 43 : Unemployment in the Regions as at January 1982
Source: Employment Gazette March 1982
From the locational analysis it can be seen that pay is highest in London, 
followed by large towns, rural and resort areas. This can also be 
explained by supply and demand in that unemployment tends to be 
higher in rural and resort areas than in large towns and London. A reason 
for the resort areas having the lowest rates of pay could be due to what 
Dobb calls a "reserve of labour" (17). Where staff are employed for 
a holiday season, the discharged employee may feel that there are 
opportunities of being re-engaged, at least for a temporary period. A pool 
of labour is thus created from those employees who hope to gain employment 
in the near future. Not only are average earnings low in this situation 
because of inconstancy of employment, but any attempt to raise the rates 
of pay while casual methods of employment remain, may attract a larger 
reserve of labour, thereby reducing average earnings.
There are however other reasons besides those of supply and demand for 
geographical and locational variations in pay. Some regions of the country 
suffer from structural unemployment because of declining industries. As
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the bargaining position of the labour force is weak, pay levels are lower 
than elsewhere. Also, in economically depressed areas, levels of education 
and training are lower, for example, fewer people stay at school after the 
compulsory leaving age in the North and the North West than in the South 
(18), thus the labour skill factor will be relatively lower and the 
rewards less. The size of the communities could also be an important 
factor because in small communities employers may be in a monopsonistic 
position so they can dominate employees wage levels. Finally, the economic 
and social costs of job movement are high and when associated with an 
ignorance about employment opportunities elsewhere, will tend to keep 
labour tied to a region despite the low demand for the services of labour.
Price Level
The survey results show that the price level of the hotel, i.e., the price 
for single bed and breakfast, affects the wage rates of the monthly paid 
staff to a greater extent than the weekly and hourly paid staff.
The price level of the unit is often an indication of the size and style 
of the operation, in that a higher room rate is synonymous with a larger 
and more prestigious establishment. Management rates of pay would clearly 
be influenced by this factor as levels of responsibility would differ. The 
pay of departmental heads (weekly paid) would also be influenced by 
variations in the size and the style of the hotel as skill and 
responsibility in these occupations would also be affected. However the 
hourly paid staff do not experience such an influence. This may be because 
the job content does not necessarily differ between a lower and a higher 
priced establishment, or perhaps any difference in levels of service would 
be compensated by a greater amount of tips being received in higher priced 
hotels.
Figures 1, 2 and 3 show how wages increase for monthly, weekly and hourly 
paid staff across different price bands. Although data were only available 
for four price bands for the monthly paid staff group (Figure 1), it can 
be seen that monthly wages increase more steeply with an increase in price 
level than do the wages of the weekly and hourly paid staff (Figures 2 
and 3). The hourly paid staff show the least response, with no increase
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room rate 
in pounds
figure 1: Average pay for Managers in Hotels 
according to room rate
noom rate 
in pounds
Figure 2: Average pay for Week ly paid staff 
in Hotels according to the room rate
Figure 3: Average pay for Hourly paid staff 
according to the room rate
room rate 
in pounds
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at all between the first two price bands. Further analysis of the 
influence of price level on wage rates will be presented later in this 
chapter.
Ownership
The results show that pay is higher in chain-owned establishments than 
in privately-owned establishments for all occupational groups. However 
Tables 40, 41 and 42 show that ownership is significantly more 
important to monthly paid staff than to the weekly and hourly paid staff. 
This could be because the amount of responsibility that management have in 
a particular establishment may vary according to the different 
organisational structures of chain owned and independently owned hotels.
In most cases, one would expect that the management would have greater 
responsibilities in independently owned establishments, than in chain 
owned establishments, as many aspects of management can be performed by 
the head offices of large chain owned hotels.
Size of Unit
Similarly, the size of the unit is shown to have a stronger influence on 
the pay levels of the monthly paid staff (10% coefficient of variation), 
than on the pay levels of the weekly (4%) and hourly (3%) paid staff. This 
finding can also be linked to the different amounts of responsibility 
which a difference in the size of the establishment would alter for the 
managerial staff and possibly for the departmental heads. The pay of the 
hourly paid staff such as room maids and bar staff does not differ a great 
deal for a different size establishment.
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2.2 Regression Analysis of Price Level and Rates of Pay in the Hotel 
Sector
From the information available from the mail questionnaire it was possible 
to analyse the rates of pay for each staff grade against the price level 
of each hotel in the form of regression analysis. This analysis was 
completed on the computer, using the mini tab package and manipulating the 
data so that it was possible to regress each price quoted for an 
establishment against the equivalent rate of pay for each grade of staff. 
The computer then gave a regression equation for each grade of staff and 
also a coefficient of determination (r2), which is a percentage that 
illustrates the amount of variation that can be accounted for by that 
variable. For example if the coefficient of determination for price level 
against wage rates for the head chef was 98 per cent, then nearly all the 
variation in the sample of rates of pay of head chefs can be accounted for 
by the price level. If the coefficient of determination is 2 per cent, 
then very little of the variation can be accounted for by price level, and 
other determinants must be responsible for the variation.
Unfortunately, of the five determinants, price level was the only 
parametric factor, therefore it was not possible to carry out regression 
analysis with any other factors. However it was possible to breakdown the 
sample into sections, and regress wages against price for small, medium 
and large hotels, or independently owned and chain owned hotels. By doing 
this it was possible to determine for which sections price was an 
important influence on pay.
Figures 4, 5 and 6 illustrate the influence of price level on grades 
of staff in a graphical form, and Table 44 shows the coefficient of 
determination for price against rates of pay for various sections of the 
sample.
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3.1 Results
Table 44 shows the coefficients of determination for each grade of staff 
against price level for various sections of the sample. Column one gives 
the coefficient of determination for each grade against the price level; 
column two to column five show the coefficient for each grade against 
price level for small medium and large hotels? column six to column nine 
show coefficients of determination for each grade against price level for 
large towns, rural areas and resort areas, (London is excluded because of 
the small sample size), and column ten to column twelve show coefficients 
of determination for independently owned and chain owned establishments.
Where the coefficients of determination are high, this indicates that the 
pay for those grades of staff is determined to a larger extent by the 
price level of the hotel than the staff grades with lower coefficients of 
determination. For example, in Table 44 column one shows that the pay 
of the head housekeeper, the head receptionist and the manager/ess is 
particularly vunerable to changes in the price level of the unit. The pay 
of the head waiter/ess, the head barman/maid and the room maid are hardly 
influenced at all. Across the columns, it can also be seen that the 
coefficients of determination remain high for those grades of staff in 
hotels of all sizes, all locations and all types of ownership.
These results are to be expected as the head housekeeper, the head 
receptionist and the manager/ess are all employees whose jobs are directly 
influenced by the price level of the hotel when price level is measured by 
the price for single room bed and breakfast. Whereas the head waiter/ess 
and the head barman/maid's pay is more likely to be influenced by the 
pricing of the food and beverage operation.
When the coefficients of determination for various categories of the 
sample are examined, it can be seen that the price level is a particularly 
important determinant in large hotels (average coefficient; 31%), it is 
quite important in medium sized hotels (average coefficient;20%), and not 
very important in small hotels, (average coefficient:5%). Price level is 
also quite an important determinant of pay in large towns (22%), compared 
to the rural areas (17%), and the resort areas (10%). Finally, price level 
is a slightly more effective influence on pay levels in chain owned 
hotels, (average coefficient:29%), than in independent hotels, (average 
coefficient:22%).
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Figures 4, 5 and 6 show the relationship between price level and 
rates of pay for each grade of staff in the hotel sector. The price level 
is indicated on the horizontal axis, marked at £10 intervals, and the 
rates of pay are indicated on the vertical axis. The point at which a line 
intersects the vertical axis is the base rate of pay for that particular 
grade of staff, as this is when the price level is equal to zero. The 
gradient of the line represents the relationship between price level and 
pay, in that it illustrates the extent to which the pay of a particular 
grade of staff increases with an increase in price level.
Monthly paid Staff
of the manager/ess and the assistant manager/ess. The pay of the 
manager/ess starts at a higher base level than that of the assistant 
manager/ess, which is to be expected as the manager/ess does tend to be 
paid more. The gradient of the line representing the pay of the 
manager/ess is also much steeper than that of the assistant manager/ess, 
illustrating that the pay of the manager/ess is more responsive to an 
increase in the price level of the hotel than the pay of the assistant 
manager/ess.
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Weekly Paid Staff
of the weekly paid staff. The head chef has the highest base rate of pay 
followed by the head waiter/ess. The lowest base rate for the weekly paid 
staff is for the head housekeeper. However the gradient of the line 
representing the relationship between price and pay for the head 
housekeeper is very steep. The pay of this grade of staff responds more 
rapidly to changes in the price level of a hotel than the pay of any other 
weekly paid grade. Once the price level rises to £60, the head housekeeper 
is shown to have the second highest rate of pay, after the head chef. The 
pay of the head receptionist is also vunerable to changes in the price' 
level as the slope of the line is steep. The remainder of the weekly paid 
staff show similar responses to changes in the price level of a hotel. The 
pay of the head waiter/ess, the head barman/maid and the receptionist have 
like relationships to price level, though the second chef has a slightly 
stronger response.
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Hourly Paid staff
Figure 6 shows the relationship between price level and rates of pay of 
the hourly paid staff. The pay of the commis chef obviously has a much 
stronger response to changes in the price level of a unit than the 
remainder of the hourly paid staff, though the base rate for this grade is 
lower than any of the others. The other hourly paid staff have similar 
base rates and appear to be very unresponsive to changes in the price 
level of a hotel.
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Summary
The results of the regression analysis between rates of pay and the price 
level of hotels in the sample are consistent with the previous results of 
this study. An examination of price level as a determinant of pay, given 
in Table 31, indicated that the rates of pay of the monthly and weekly 
paid staff grades varied considerably between the lower and higher priced 
hotels categories, while the pay of the hourly paid staff did not appear 
to be influenced by the price level of the hotel. The regression 
analysis, which illustrates the relationship between price level and pay 
for each grade of staff, supports the original findings.
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2.3 Analysis and Results of the Interviews
As outlined in Chapter 3, there are many possible determinants of pay in 
the hotel sector. The five factors discussed previously, geographical 
region, location, size, price level and type of ownership of 
establishment, were considered important factors, however it was also 
necessary to examine other possible determinants.
As already described, a list of these possible determinants, was drawn 
up. In total twenty five of the factors were identified as possible 
determinants of pay. These fall into five groups:
Demographic Factors
Age, sex and nationality of employee
Economic Factors
Changes in the economy, labour turnover in the industry, seasonal 
employment in the industry, market factors such as profit and occupancy 
levels, casual employment in the industry, the extent of the fringe 
benefits, the provision of accommodation and meals.
Personal Factors
Practical experience, educational qualifications, level of skill, length 
of service, personality, relationship to owner, the background of the 
person who makes the decision concerning pay.
Political and Managerial Factors
Wages council, trade unions and management policy.
Work Place Factors
Star rating of the hotel, age of the property, and whether the hotel is 
licensed or unlicensed.
Each of these factors was used in a statement concerning pay in the hotel 
industry,, and an attitude survey was compiled. A twenty sixth statement 
was added to the survey about levels of pay in the industry? this was
designed to gain some insight into the way people involved in the industry 
felt about pay. The questionnaire may be seen in Appendix 6.
Interviews were arranged with twenty hotels throughout Great Britain, a 
trades union official and a representative of a trade association. The 
hotel interviews were to be conducted with a member of management and a 
member of staff in each hotel. In five establishments however, an 
interview with a member of staff was not permitted. The interviews 
therefore totalled thirty seven, twenty with hotel managers, fifteen with 
hotel staff and one with a trades union official and one with a 
representative of a trade association.
The interviews were semi-structured, consisting of the attitude survey and 
a general discussion on factors determining pay in the hotel industry. The 
attitude survey required verbal answers on a scale of one to five 
according to the degree of agreement or disagreement that the respondent 
felt towards each statement. Additional comments concerning determinants 
were also noted.
Scores for each statement were calculated for all groups of respondents, 
and the statements with the highest score (indicating strongest agreement), 
were considered important determinants of pay in the hotel industry by the 
respondents.
150
Once the scores for each statement had been calculated for all groups, the 
statements were divided into three tiers for each responding group: most 
important factors, moderately important factors, and least important 
factors. In this present section the most and least important factors for 
each group are discussed.
Management Attitudes to Pay Determinants
Most Important Factors
1. Management policy
Provision of accommodation and meals
2. Wages Council
3. Market factors - profit and occupancy
4. Practical experience
5. Fringe benefits
6. (Employees in the hotel industry are generally underpaid)
7. Length of service
Star rating of the hotel
8. Casual employment in the industry 
skills of the employee
Least Important Factors
1. Age of the property 
Nationality of the employee
2. Sex of the employee
3. Personality of the employee
4. Age of the employee
5. Trade unions 
Seasonal employment
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The two lists above show the most important factors and the least 
important factors determining pay according to the twenty hotel 
managers/manageresses interviewed. Management policy and the provision of 
accommodation and meals were considered the most important determinants of 
pay from the list of twenty-five. From the discussion of these factors 
with the hotel managers/manageresses, it seems that the influence of both 
was quite obvious. Comments such as;
'The rates of pay for the hotel are decided by the Managing 
Director.1
(Manager, small, private, city hotel in the North).
'The management make all the decisions concerning pay.' 
(Assistant Manageress, large, private, town hotel in the 
North).
'The company set the minimum standard, but the management can 
influence the yearly rate of increase.'
(Assistant Manager, large, chain-owned rural hotel in the 
South).
Also, concerning the provision of accommodation and meals:
'Yes, because if you live-in you get paid less.'
(Owner/Manager, small, rural hotel in the South).
'This must have an influence because have to deduct so much.' 
(Assistant Manageress, large, private hotel in the North).
Other important factors according to the hotel managers/manageresses, 
were the Wages Council, and market factors such as profit and occupancy, 
The comments regarding the Wages Council were quite varied. Most 
managers/manageresses felt that the minimum wage level set by the 
Licensed Restaurant and licensed Residential Establishment Wages Council 
influenced pay levels in the industry, but many felt that the rate of 
increase was too slow. For example;
'The minimum rate is acted upon, but it is very slow to 
increase.'
(Manager, large, chain-owned hotel in the North).
'The Wages Council has an influence on pay but they still have 
a long way to go.'
(Manager, small, private city hotel in the North).
Other managers/manageresses felt very differently:
'The Wages Council has an influence at the very lowest level. 
This is a very detrimental influence - it does not allow us to
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employ young trainees, because when they are over seventeen the 
rate is too much, we can't carry trainees at that rate.' 
(Manager, small, chain-owned rural hotel in the South).
The response to market factors as determinants of pay was more decisive: 
'The Managing Director looks at these to determine pay.' 
(Manager, small, private city hotel in the North).
'Yes, definitely the one single most important factor.'
(Manager, large, chain-owned resort hotel in the South).
Personal factors such as practical experience, length of service and 
level of skill also fall into the list of important factors, and it 
seemed to be generally felt that practical experience enabled a person to 
enter the industry at a higher level and thereby secure a higher wage, 
rather than actually influencing pay in the same job. Most managers also 
agreed that greater length of service may also ensure a higher rate of 
pay than that of a person just beginning in the industry. Personal skills 
however, were a slightly more contentious issue. One manager said:
'If a waiter was more skillful than the rest we would pay 
him more.'
(Owner/Manager, small, private rural hotel in the South).
While others stated that staff:
'..have to be paid the same for the same job.'
(Manager, large, chain-owned resort hotel in the South).
Other factors falling into the 'most important' list are the economic 
factors, fringe benefits and casual employment. Fringe benefits were 
definitely considered important, with managers saying:
'Although they may not be directly influential, they are 
probably taken into consideration when the rate of pay is 
decided upon.'
(Owner/Manager, small, private rural hotel in the South).
'Staff get free meals and they would probably be paid more 
without these.'
(Manager, large, chain-owned resort hotel in the South).
On the issue of casual employment however, although it was agreed that it 
was an important influence on pay, the views varied:
'Some part time staff are paid more than full time staff for 
the same job.1
(Manager, small private city hotel in the North).
'For functions it is cheaper to employ casuals than pay the
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overtime for full time staff.'
(Assistant Manager, large, private resort hotel in Wales). 
(Casual snployment)..'probably has an increasing effect because 
you employ people from other industries.'
(Manager, small, chain-owned rural hotel in Wales).
'Casual employment keeps down the levels of pay and it is 
abused by the industry.'
(Manager, large, chain-owned city hotel in Scotland).
Finally, the star rating of the hotel was also felt to be important by 
the hotel managers/manageresses. The main reasons given for this were:
(According to the star rating)...'you need high quality staff, 
therefore you have to pay more.'
(Manager, large, chain-owned rural hotel in the South).
'Tips would be much higher in high star-rated hotels and this 
would influence pay rates.'
(Personnel Manageress, large, chain-owned hotel in London).
The least important determinants in the hotel managers/manageresses view 
were all the demographic factors: the employees age, sex, and nationality. 
Personality was also considered unimportant, as were the trade unions and 
seasonal employment.
Very few comments were collected on the subject of the age or the 
nationality of an employee, but there was much discussion about the sex 
of an employee. Many managers/manageresses argued that males and females 
were paid the same for the same job, but many also said that females 
tended to occupy the lower paid jobs. Comments concerning the trade 
unions usually centred on the fact that the influence was too weak to 
have an impact on wage levels:
'We have an agreement with the GMBU, but membership is less 
than ten per cent, therefore it has little influence.'
(Manager, large, chain-owned resort hotel in the North).
'The unions are not strong enough to have an influence.' 
(Manageress, small, private London hotel).
Seasonal employment was a difficult issue for many managers as few felt 
they were affected by seasonality. The reson for the low score on this 
item may be because few managers, were able to say from their own 
experience whether it has an influence on pay levels or not. The age of
the property was considered an unimportant factor.
From the comments made about each determinant, it may be apparent that 
although it was possible to consider which factors managers/manageresses 
felt were important influences on pay, it was difficult to determine 
whether these factors had the influence of increasing, decreasing or 
holding pay levels. It can be said however, that the managers/manageresses 
did feel that pay in the hotel industry is low, as the response to the 
twenty-sixth statement concerning low pay in the industry was very 
positive, and the item in fact ranked seventh on the ’most important1 
list.
Staff Attitudes to Pay Determinants 
Most Important Factors
1. (Employees in the hotel industry are generally underpaid)
2. Management policy
3. Practical experience
4. Wages Council
5. Provision of accommodation and meals 
Fringe benefits
6. The background of the person who makes the decision
7. The star rating of the hotel
8. Casual employment 
Length of service 
Labour turnover 
Sex of the employee
Least Important Factors
1. Nationality of the employee
2. Age of the property
3. Trade unions
4. Skills of the employee
5. Changes in the economy 
Personality of the employee 
Age of the employee
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Staff attitudes to wage determination were found by this survey to be 
different from those of the hotel managers/manageresses, but perhaps not 
as different as would be expected. As may be seen from the two lists 
above, there are many factors common to both the management and staff 
lists. The staffs' important factor list includes labour turnover, the 
sex of the employee and the background of the decision maker, which were 
not included on the management list, some from the management list are 
excluded, but many factors hold the same postition. The staffs' least 
important list has 'level of skill1 and 'changes in the economy', 
which were both on the management most important factors list, but the 
remainder are the same as the management list.
Management policy, the Wages Council and the provision of accommodation 
and meals were considered important determinants of pay by staff in the 
hotel industry. Unfortunately, as it was difficult to generate discussion 
with some of the staff interviewed, there were fewer comments noted
Personal factors such as practical experience and length of service were 
again thought to be important determinants, but the staff also felt that 
the sex of an employee was an important factor. There was much discussion 
on the issue of male/female occupations, and many staff felt that female 
staff were underpaid:
'Most of the top jobs in the hotel industry are occupied by 
men.'
(Waitress, large, chain-owned resort hotel in the North).
'Women definitely don't get the same opportunities.'
(Trainee Housekeeper large, private resort hotel in the South). 
'Yes, waiters and waitresses get different pay, and 
chambermaids are definitely underpaid.'
(Kitchen Porter, large, chain-owned rural hotel in the South). 
'They do not get less for the same job, but they do tend to be 
at the lower end of the job scale.'
(Hall Porter, large, chain-owned London hotel).
'You can't really compare males and females in reception 
because you don't have many male receptionists - which helps to 
keep the wages down to a certain extent.'
(Receptionist, large, chain-owned resort hotel in the North).
Economic factors such as fringe benefits and casual employment fall 
into the most important factors list and labour turnover is also
included in the staff list. Fringe benefits has a higher place on this 
list than on the management list, but it was felt by some staff that 
fringe benefits were no replacement for rates of pay because they only 
applied to some departments.
Casual labour has nearly the same position on the staff list and it was 
felt by the staff that it's influence has a negative effect on rates of 
pay in the industry, with comments such as:
'It probably has the influence of keeping pay lower.1 
(Trainee Housekeeper, large, private resort hotel in the 
South).
'It means that our working hours are reduced and we get less 
pay.'
(Waitress, large, chain-owned resort hotel in the North).
The star rating of the hotel was again the only 'work place factor' 
considered of importance, but there were very few comments on this. 
Finally, the background of the decision maker was also thought to be an 
important factor by the staff, although no staff suggested why they 
thought this to be the case.
Factors which were found to be least important in the staff survey were 
the personal factors: age, nationality, skill levels and personality of 
employee? the age of the property, changes in the economy and trade 
unions. A few comments on the personal factors were made? concerning 
personality:
'This wouldn't alter the pay for the same job, but it may help 
you get higher.'
(Trainee Housekeeper, large private resort hotel in the South).
and age:
'No, my opposite number is forty years younger and gets the 
same rate.'
(Chef, small, private London hotel). 
and skills s
'It should, but with across the board payments this is 
cancelled out.'
(Receptionist, large chain-owned resort hotel in the North).
There was no discussion of changes in the economy as a determinant of pay 
or the age of the property, but there were a few comments on trade union
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activity. Many staff seemed to feel that although the unions had no 
influence over pay in their particular hotel, they did in other areas;
’Trade unions are not as important in the hotel industry as 
in other industries. Because the staff seem to change so much, 
you don't seem to get union activity apart from in the really 
big hotels in big cities.1
(Receptionist, large, chain-owned resort hotel in the North). 
(Trade union influence)...'maybe in other hotels, especially 
in London.'
(Commis Sommelier, large, private town hotel in the North).
Finally the staff obviously felt that pay in the industry was generally 
low, as this statement received a higher score than any other factor 
included in the survey.
Trade Union Attitudes
The official from the hotel and catering workers branch of the Transport 
and General Workers Union thought that the following factors were 
important determinants of pay in the hotel sector. The Wages Council, as 
they set a minimum wage which tends to be regarded rather as a maximum 
for some grades of staff. The sex of the employee in that the jobs that 
women predominantly have in the hotel sector are undervalued and 
therefore underpaid. He also felt that economic factors such as changes 
in the economy were important because the Wages Council was influenced by 
the official percentage increase in wages which in turn is influenced by 
the general economy. Also because of high levels of unemployment, the 
competition for employment is such that companies feel able to resist the 
pressure to increase wages.
Seasonal employment and the provision of accommodation and meals were 
also thought to be important, as well as market factors such as profit 
and occupancy levels. It was argued that in the absence of any trade 
union negotiating machinery, two main factors would determine wages: the 
Wages Council and what the market would stand.
Nationality and race were also considered an important factor as it 
determined the type of job that was available and therefore the pay rate. 
He commented that it is more common for black staff to be found as
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kitchen porters or room maids than as receptionists and waiters. 
Management policy and trade unions were also thought to be important, and 
in fact could be associated together as the strength of one weakened the 
influence of the other over pay.
Finally labour turnover and casual employment were also considered 
important. Casual employment because a large percentage of casual and 
part time employees meant difficulty in trade union organisation which 
would influence pay. High labour turnover was thought to have a secondary 
influence over pay because those who are dissatisfied with the industry 
and possibly with the levels of pay, are leaving at a high rate rather 
than complaining. This means that the situation as regards pay does not 
improve and labour turnover continues to be high.
Trade Association Attitudes
The reponse by the representative of the HCIMA was imprecise. There were 
twelve unanswered statements, and a great many 'uncertain' responses. The 
only factors that were thought to be of importance to pay levels in the 
industry, were changes in the economy, the Wages Council, management 
policy and practical experience. In the additional comments however, 
there were more views expressed, for example: trade union activity is 
increasing, and may be becoming an important influence? age is only 
important in so far as it indicates greater experience and maturity of 
judgement? it is sometimes true that long-serving employees achieve a 
rate of pay higher than that which they could achieve on the open market 
when changing jobs? and finally on labour turnover: companies with high 
labour turnover tend relatively to have unstable pay structures.
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Overall Perspective of Attitudes to Pay Determinants
When the responses from all groups were put together, and the total score 
for each statement calculated irrespective of response group the results 
were as follows:
Most Important Factors 
1. Management Policy
20 (Employees in the hotel industry are generally underpaid)
3. Provision of accommodation and meals
4. Practical experience
5. Wages Council
6. Fringe benefits
7. Market factors - profit and occupancy
8. The star rating of the hotel
9. The background of the person who makes the decision
Least Important Factors
1. Nationality of the employee 
2* Age of the property
3. Age of the employee
4. Personality of the employee
Considering that the responding groups were not equal in number, these 
lists do reflect the factors that appeared most frequently in the 
separate group analysis. For example, management policy, the Wages 
Council and market factors such as profit and occupancy levels were 
thought to be important by each group of individuals that were 
interviewed. Similarly, the age and the personality of the employee, and 
the age of the property, were all considered unimportant determinants of 
pay. It is also interesting that the statement concerning low pay in the 
industry should come so high on the list of priorities, even when all 
group results are presented together.
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CHAPTER FIVE : OOKOJJSION
1. Conclusion to the Contents
1.1 Sectors of the Hotel and Catering Industry
The results of this study indicate that pay in the hotel and catering 
industry varies considerably between different sectors of the industry.
The hotel and restaurant sectors appear to have similar rates of pay, the 
average gross weekly rate in January 1982 being £83.50 for the hotel 
sector and £83.78 for the restaurant sector. This may be attributed to the 
fact that these sectors are very similar, both in style of operation and 
nature of work. Hotels are obviously larger and more complex operations, 
offering accommodation as well as food and drink. This in turn would mean 
greater responsibility for hotel managers than for restaurant managers, 
and this is reflected in the results which show that hotel managers have 
higher average rates of pay than restaurant managers. Head chefs and many 
other grades common to both sectors have similar rates of pay, and in each 
sector the average rate for kitchen assistants is below the legal minimum 
for non-service workers outside London.
In contrast, the contract catering sector and the industrial catering 
sector have very different rates of pay, despite the fact that 77 per cent 
of the contract catering units in the sample operate in an industrial 
environment. Average rates of pay in the contract catering sector were in 
fact the lowest of the four sectors examined (gross weekly pay was £77.26 
for January 1982). The average pay of the unit manager/ess is particulary 
low, and this may be explained by the fact that the contract catering 
units in the sample range from very small units serving as few as 20 to 30 
lunches per day, to large 24 hour service operations. In the case of the 
small units the manager/ess may well be a head chef/cook or perhaps a 
supervisory grade. The inclusion of these rates of pay would obviously 
bring down the overall average rate for managers/esses. Waiters and 
waitresses in this sector are paid well in comparison with the hotel and 
restaurant sectors, and this could be because this grade is employed in 
industrial catering units for directors' dining rooms where silver service 
skills are required? hence the higher average rate of pay. Alternatively, 
it may be beacause tips in the industrial catering sector are not as great 
as in the commercial sectors, therefore the basic rate of pay is higher.
The industrial catering sector has the highest average gross weekly rate 
of pay (£89.23), and many of the grades in this sector have higher average 
rates of pay than those in other sctors of the industry. As Bosanquet (1) 
points out however, if a particular grade of worker is studied across 
various industries, it becomes obvious that pay tends to be linked to the 
type of industry rather than the type of work. This could be the case with 
catering workers in industrial catering, who may receive pay that is 
comparable with the workers in the main industry, which may be the result 
of trade union influence. An alternative explanation for higher rates of 
pay in this sector, could be that the finance of the catering operation in 
an industrial setting does not come under such scrutiny as other catering 
operations, as it only constitutes a very small part of the total business 
operation.
It therefore is apparent that rates of pay in different sectors of the 
industry vary according to the economic environment in which they are 
situated. The majority of hotels and restaurants operate with similar 
pressures and constraints, and a common aim of making a profit? the pay 
structures of these sectors are shown to be very similar. The contract 
catering sector is also a profit-orientated sector, but the rates of pay 
vary a great deal depending on the size and the style of the operation or 
more importantly the finance available from the company offering the 
contract. The industrial catering sector is shown here to have higher 
average rates of pay than the other three sectors, and this may also be 
attributable to the different economic environment in which these units 
operate.
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1.2 Grades of Staff in the Hotel and Catering Industry
Another result that has emerged form the stucfy is that of lower pay for 
females in the industry. Although seperate data for males and females were 
not collected, Chapter Two outlined figures form the New Earnings Survey, 
showing that the average rate in the industry was much lower for females 
than for males, and the results of this study indicate that certain grades 
of staff, essentially female occupations, have consistently low rates of 
pay.
The prime example of this is the head housekeeper, which is a 
predominantly female occupation; (according to the 1981 Census reports, in 
1981 there were 3,680 female housekeepers and 70 male housekeepers). The 
post is that of departmental head, and it involves practical skills, 
organisational ability, and in terms of qualifications required, the 
educational standard and the amount of training and experience needed are 
very similar to that of head chef. However, out of a sample of 138 head 
chefs and 109 head housekeepers, living-out in the hotel sector, the 
average gross weekly rate for the head chef was £123, and the same for the 
head housekeeper was £80 in January 1982.
Other occupations poorly paid in the industry are catering assistant in 
industrial catering, room maids in hotels and waiters/resses in hotels and 
restaurants. The catering assistants coming under the heading of counter 
hands in the Census Reports, is predominantly a female occupation: 214.8 
thousand of them being female, and 11.1 thousand being male in 1981. There 
is no separate category for room maids in the Census, but as the majority 
of domestic staff are female, one can assume that room maids are mostly 
female. The waiter/ess grade is however a male dominated grade? 1.5 
thousand being female and 4.0 thousand being male in 1981.
The issue of job segregation and sex typing of skills is discussed by Witz 
and Wilson in Women Workers in Service Industries (2). They argue that not 
only is there a marked separation between the 'types' of jobs that are 
performed by men and women in the labour force, but the jobs that women 
perform are mostly located in the service industries, in which employment 
is characterised by low paid, low status and part time or casual 
employment. Dronfield and Soto found in their study Hardship Hotel (3),
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■that not only were women mainly in the lower paid occupations in the 
industry, but that they were also paid less than males in the same 
occupation. Witz and Wilson (4) suggest that this may be because women 
bring to the industry domestic skills that are largely aquired 'outside' 
the labour market. These skills represent 'human capital1, and the 
employer does not have to bear the cost of training. Men, on the other 
hand, if they aquire these skills, command higher rewards in the labour 
market as more has been invested by employers in their aquisition.
The rates of pay for different grades of staff may be affected by the way 
in which a particular occupation is valued by society. Ellis for the 
HCITB carried out research on The Image of Hotel and Catering Work 
(5), which was conducted amongst the general public, job seekers and 
school pupils. It is interesting to note that this research found that the 
job of head housekeeper is one of the most 'forgotten' posts (along with 
that of cashier), and that the least popular jobs were that of head 
housekeeper, room maid/chambermaid and porter. Sex stereotyping of jobs is 
found to be still very prevalent, and in fact one of the main reasons 
given for disliking the jobs of head housekeeper and room maid was because 
they were 'women's jobs'. The waiter/ess grade was however found to be one 
of the most popular grades in the industry. Perhaps the low average rate 
of pay for waiters/esses may be attributed to the fact that this grade is 
expected to make up their earnings with tips.
From this one could conclude that not only are females in the industry 
paid less than males, but also the occupations in the industry that are 
traditionally female occupations Fend to be neglected and undervalued 
in terms of pay.
Other, more general findings of the research were that managers/esses in 
the four sectors examined had the highest median gross basic rates of pay 
of all the grades of staff, followed by the departmental heads and the 
hourly paid group of workers such as catering assistants, room maids, 
waiters/esses and bar staff. The grade of head chef however, is also 
highly paid in each setor, and in the restaurant sector, the median rate 
of pay for the head chef is equal to the median rate of pay for the 
manager/ess. This grade also has a greater median rate of pay than the 
assistant manager/ess in the hotel sector. The next highest paid grade of
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S t a f f  in the hotel and restaurant sectors is the second chef, and in the 
industrial and contract catering sector the cook. For the hourly paid 
staff the commis chef has the highest median rate of pay in the hotel and 
restaurant sectors, followed by the bar staff. In the industrial and 
contract catering sectors, the cashiers have the highest rates of pay.
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1.3 Determinants of Pay in the Hotel and Catering Industry
The analysis of rates of pay in sectors of the hotel and catering industry 
by region, location, price, ownership and size of unit showed that the pay 
of certain groups of staff was susceptible to particular factors. In the 
hotel sector, the pay of all grades of staff was influenced by the 
regional situation and the location of the establishment. Pay varied 
according to the region of the country in line with the economic climate 
of that region. For example, pay was highest in London and the South, and 
lowest in the North and Wales, which can be attributed to the higher costs 
of living in the South, and perhaps the higher levels of unemployment in 
the North and Wales which may have the effect of depressing wage levels.
With the location of the establishment, pay in the hotel and restaurant 
sectors was predominantly higher in London and large towns than in rural 
or resort locations. This again could be thought to demonstrate the 
differences in demand for labour, and alternative job opportunities in the 
locations concerned. The influence of these two factors in the hotel and 
restaurant sectors was particularly important for the hourly paid staff, 
whose pay appeared to be more influenced by local market pressures, than 
the pay of the managerial or supervisory grades. Pay for the latter two 
groups of staff is more standardised throughout Great Britain and this may 
be because skilled workers tend to be more mobile than unskilled workers. 
An investment has been made in acquiring a skill, and they are therefore 
prepared to move for work rather than accept a lower rate of pay in their 
present location. This may also be linked to the lower payment of women in 
the industry, in that married females are possibly less mobile than males, 
perhaps leading to a situation where they will accept lower paid 
occupations than those for which they are qualified or trained.
On the other hand, the pay of the managerial and supervisory grades tended 
to be more susceptible to variations in the size, price level and 
ownership of the establishment. As these factors are an indication of the 
style of the operation and the levels of responsibility involved, it is 
understandable that the pay of these grades of staff is influenced to a 
greater extent than the pay of the unskilled workers.
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£t was not possible to examine determinants of pay in the industrial 
catering sector because of the small sample size, but in the contract 
catering sector pay was analysed by location and size of unit. Again 
pay within London was seen to be higher than elsewhere for most grades of 
staff. With units of different size, the pay of the manager/ess and the 
head chef was clearly affected, but the pay for the remainder of the staff 
did not appear to be influenced by the size of the unit.
In summary therefore, and from a general point of view, it appears that 
the key factors which influence rates of pay in the hotel and catering 
industry are the region and the location of the unit. These factors have 
been shown to affect the rates of pay of the majority of staff in the 
hotel sector, the restaurant sector and to a certain extent the contract 
catering sector. Size, price level and ownership of the unit on. the other 
hand, appear to influence the pay of the managerial and supervisory grades 
in the hotel and restaurant sectors, while the size of the contract 
catering unit affects the pay of the manager/ess and the head chef.
1.4 Further Analysis of Pay in the Hotel Sector
By measuring the influence of region, location, size, ownership and price 
on the monthly, weekly and hourly paid staff groups, trends that were 
identified in the first section of the results were confirmed. The 
regional situation and the location of establishment had an influence on 
the pay of all grades of staff, but it was particularly noticeable in the 
case of the hourly paid staff. The other factors had little impact on the 
pay of this group. For the weekly paid staff group, the price level of the 
establishment was an important influence on pay, along with regional 
situation and location. The ownership and the size of the unit had a very 
small influence on the pay of the weekly paid staff. The pay of the 
managerial or monthly paid staff however, was influenced by all five 
factors.
Other factors influencing pay in the hotel sector were investigated during 
interviews with people from the industry. The findings of this section of 
the study were that management in the industry felt that management 
policy, the Wages Council and market factors were important determinants 
of pay? while personal factors such as sex, personality and age were 
unimportant. Staff in the industry expressed very similar views, with the 
addition of practical experience in the list of important factors. The 
representative of the professional body (HCIMA), also named the Wages 
Council, management policy, changes in the economy and practical 
experience as important determinants of pay in the industry.
It is difficult to relate these research findings precisely to the 
theories and views about pay determinants outlined in Chapter Two. Some of 
the findings are compatible with the assumptions of traditional economic 
theory of wage determination: that all units of labour are equal, 
regardless of personal qualities, and that pay is determined by factors 
such as market forces, levels of skill and government influence. This 
would highlight some of the factors which have been identified here as 
important for some groups of staff such as the region and location. On the 
other hand, many other factors were identified which were considered to be 
important. These were mentioned by the trade union representative, for 
examples the sex of the employee, the nationality of the employee, the 
extent of casual employment and labour turnover in the industry. Many of 
these factors tend to be associated with an industry in the 'secondary 
sector1 as described by alternative wage determination theories. These
theories argue that pay for a particular occupation is determined by the 
status of the industry of that occupation. An occupation in an industry 
with 'secondary sector' characteristics would be poorly paid, and an 
occupation in an industry with 'primary sector'characteristics would be 
well paid.
It would appear that pay rates in the hotel sector cannot be said to be 
determined exclusively by either set of factors attributible to 
traditional or alternative theories of wage determination. The differences 
between the rates of pay according to regional situation and location of 
each establishment demonstrates that the supply of labour and the demand 
for labour in various locations is an important influence on pay in the 
industry. However, many characteristics of the industry, such as the low 
trade union membership, the high labour turnover and the large proportion 
of females and foreign workers in the industry, are those of an industry 
in the 'secondary sector' which the alternative theories suggest have 
inherently low rates of pay regardless of other factors.
What is absolutely clear however, is that there is no one single or simple 
influence on wage rates in this industry. The particular rates reflect a 
complex range of influences all of which play their part, to a greater or 
lesser extent in determining the pay of every staff grade.
2. Conclusion to the Methodology
The objective of this study was to gather detailed information on pay in 
the industry, including details of pay by sector, and for particular 
grades of staff. Information on possible determinants of pay was also to 
be collected, to identify and assess the major influences on pay. From 
this it was hoped to develop an understanding of the range of factors 
which affect pay in this industry.
These objectives have been satisfied to a large extent. Detailed 
information on pay by sector and for particular grades of staff has been 
collected? the influence of certain factors such as region, location, 
size, ownership and price have been assessed in detail? and other possible 
determinants of pay in the hotel sector have also been investigated. There 
are however some weaknesses in the methodology and some lessons to be learnt. 
First, considering the mail questionnaire, a larger number of responses
would have enabled a more detailed analysis, especially for some sectors, 
namely the industrial catering sector. With a greater response the effect 
of all factors could have been assessed, without the fear of the sub­
sample sizes being too small. However, approximately fifteen hundred 
questionnaires were mailed originally, and the processing of this quantity 
was both costly and time consuming. In addition, with a subject matter as 
delicate as rates of pay, it is difficult to obtain a high response rate, 
therefore twenty five per cent was considered a reasonable response.
A further criticism of this section of the stufy, was that more meaningful 
information would have been available if the questionnaire had asked 
whether the rate quoted was for a male or female member of staff. This 
would have allowed for more comparisons with established data sources, 
such as the New Earnings Survey, which always gives separate data for 
males and females; and would have helped in the consideration of whether 
the traditional female occupations in the industry are low paid primarily 
because they are female occupations. This information was not requested by 
the questionnaire, as initially it was very important to keep the 
questionnaire as simple as possible? any additional information may have 
lowered the response rate.
Finally, a fundamental, but unavoidable failing in this part of the 
methodology, was the assumption that the staff grades in each unit had 
identical jobs? i.e.: the survey assumes that a waiter in one hotel has an 
identical job to a waiter in another hotel. Given that the hotels in the 
sample ranged from small to large, and from resort locations to London, it 
is very unlikely that all the waiting staff for example, have similar 
tasks to perform. Once again however, the questionnaire would have been 
unreasonably lengthy and complicated if more detailed information had been 
requested.
Therefore a balance had to be achieved between the accuracy of the data 
received and the likely response. One could postulate that a greater 
response would have been useful for analysis purposes, and that more 
information would also have been desirable, however with a simple 
questionnaire assumptions had to be made, and if more data were required, 
a lower response rate could be expected. As the objective of this part of 
the study was achieved, one could conclude that the mail survey was 
adequately employed.
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The second section of the methodology: the interviews, could not be 
considered as sucessful as the mail survey. The technique used for 
gathering the information, on reflection, was not entirely appropriate. 
Although the interviews suceeded in highlighting opinions on wage 
determinants from people in the industry, the information was not readily 
quantifiable, and this was the original reason for using this technique.
It probably would have been more appropriate to take a much smaller 
selection of hotels, and to carry out more detailed case studies of each 
hotel; perhaps examining rates of pay in relation to the local economy of 
the area.
However the information provided by the interviews was not redundant. It 
provided a valuable insight into the way in which people in the industry 
consider that their pay is determined; it added an interesting contrast to 
the survey data, and the use of the discussion material contributed to the 
study as a whole.
A further weakness of this part of the study was that the five 
determinants of pay examined in the mail questionnaire were omitted from 
this inquiry. This meant that the importance of region, location, size, 
price level and ownership of the unit on rates of pay in the hotel sector 
could not be compared with the other factors covered by the interviews.
3. Further Research and Lessons to be Drawn
From the findings of the study it would appear that rates of pay in the 
hotel and catering industry in Great Britain are low in comparison with 
other industries. Pay is lower in the commercial sectors such as hotels, 
restaurants and contract catering units than in the non-profit making 
sectors such as industrial catering. Rates of pay for traditionally female 
occupations in the industry are lower than those for traditional male 
occupations. In the hotel sector in particular, pay appears to be 
influenced by the regional situation and the location of establishment, 
and also by the industry's characteristics such as the large proportion of 
unskilled work, the heavy reliance on part time and casual employment, 
high rates of labour turnover and poorly developed internal labour markets. 
Previous studies of the industry have drawn similar conclusions. The Hotel
173
and Catering EDC study Manpower Policy in the Hotel and Restaurant 
Industry (6), found that inadequate attention was given to wage assessment 
in the industry:
1..but the evidence in the report on earnings and factors affecting 
pay determination point to the need for improvements to be achieved 
throughout the industry. In tackling this task, greater attention 
would need to be paid to local labour market forces and national 
trends.1
Knight found in a study for the HCITB Labour Mobility in the Hotel and 
Catering Industry (7), that internal labour markets were badly developed: 
'Some 64 per cent of experienced staff have never progressed beyond 
operative level (45 per cent men, 74 per cent women), and some 72 per 
cent have remained at the same status level in which they entered the 
industry.'
Management attitudes were also found to be lacking in the Hotels and 
Catering EDC study (8):
'When asked what sort of problems the question of training entailed, 
nearly a quarter of the managers reported that it was difficult to be 
find the time for training. Another fifth alluded to attributes of 
the staff, i.e: some said that the staff themselves had no wish to 
trained, and others said that the low calibre of staff made training 
a somewhat fruitless exercise, or that staff left as soon as they 
were trained.1
Finally, the CIR report on the Hotel and Catering Industry (9), found that 
management were aware of the problems of low pay and poor working 
conditions:
'Individual managers we spoke to thought that recruitment could be 
increased if wages were slightly higher, and if there were better 
working hours, more and better systems of training, better living-in 
accommodation, and improved staff and welfare facilities.1
Taking the results of this and other studies into consideration, it would 
seem therefore that the hotel and catering industry needs to develop a 
more positive attitude towards its workforce, which is, afterall, its 
greatest asset and largest cost.
Furthermore, labour will continue to be an important aspect of the hotel 
and catering industry. Despite the introduction of many labour saving 
techniques, both in methods of production and service, the industry will 
go on requiring human capital as it is a crucial element of the 
hospitality industry. For this reason, labour in the hotel and catering 
industry is worthy of further examination. This would provide the industry 
with adequate information on which to base future decisions concerning 
labour.
3.1 Key Areas for Further Study
An area of possible stufy that has arisen from this work is a further 
examination of the traditional and alternative wage determination theories 
and their application to the hotel and catering industry. The results of 
the present study indicate that the industry exhibits a combination of 
wage determining factors - those which can be identified as supply and 
demand factors (traditional wage determination theories), and those which 
characterise the industry as one which operates within the secondary 
sector, (alternative wage determination theories). Further research would 
help in the fuller understanding of how pay in the hotel and catering 
industry is determined.
A further aspect of pay in the industry which would make a valuable 
contribution to the understanding of patterns of pay in hotel and 
catering, is that of pay differentials between males and females in the 
industry. This analysis was deliberately omitted from the present study as 
it was decided that the survey would become too complex if rates of pay 
for different sexes had been requested. However, the results show that 
many traditional female occupations in the industry are the lowest paid 
occupations, and it would therefore be interesting to examine the pay of 
males and females in hotel and catering in more detail.
Finally, work that could generally improve the quality of information in 
the area of pay in the industry, is related to the technique of data 
gathering rather than the material to be collected. With the benefit of 
hindsight from this present stucfy, it is felt that detailed case studies, 
examining pay structures in individual hotels, would provide valuable 
information in this field of research. This method could be employed to 
collect data for further research previously suggested. For example, wage
determination theories and their application to the hotel and catering 
industry could be investigated in more detail by studying pay in 
particular hotels in the context of the local economy. A detailed analysis 
of the pay of males and females in the industry could also be carried out 
by this method. An examination of the value of work of the traditional 
male and female occupations in the industry would provide very useful 
information.
3.2 Lessons to be Drawn
From this research it is clear that pay in the hotel and catering industry 
is a very complex issue. Levels of pay in different sectors of the 
industry vary considerably, the range of occupations is great, and the 
methods of payment are cumbersome with tips and deductions for board and 
lodging. Added to this is the complication of seasonal and daily 
fluctuations in demand which affects the numbers employed and the basis of 
employment. Bearing this in mind, any research that attempts to examine 
pay in the industry, must also consider the many aspects connected with 
pay which make it a very intricate topic.
One of the findings of this research has been that rates of pay in the 
hotel and catering industry in Great Britain are considerably lower than 
rates of pay in all industries and services. It would seem that the 
industry has traditionally employed a great range of low skilled workers 
on low rates of pay. However conditions in the industry are slowly 
changing. Many new style operations with more emphasis on flexible working 
are being developed. Taking these operational changes into consideration 
along with recent provisions within employment law, which enable employees 
to obtain equal pay for work of equal value, the approach that the 
industry adopts towards pay will also have to change.
Decisions concerning pay in the hotel and catering industry can only be 
made on the basis of existing information. It is hoped that this study has 
provided detailed information on pay in the industry, which will help with 
any future decisions on pay.
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m m x j u m
LIST QF amFF GRAPES IN EACH SECTOR 
ITCXIIDED^ SURVEY
Manager/ess
Assistant Manager/ess
Head Receptionist
Receptionist
Head Chef
Second Chef
Head Housekeeper
Head Barman/maid
Head Waiter/ess
Commis Chef
Room Maid
Cleaner
Barman/maid
Waiter/ess
Kitchen Porter
Porter
Manager/ess 
Head Chef 
Second Chef 
Head Waiter/ess 
Kitchen Porter 
Waiter/ess 
Barmary'maid
t h e
Unit Manager/ess 
Head Chef 
Trainee Cook 
Catering Assistant 
Kitchen Porter 
Waiter/ess 
Service Assistant 
Cashier
APPENDIX TWO
LIST OF FACTORS TO BE EXAMINED AS
DETERMINANTS OF PAY IN THE HOTEL SECTOR 
Demographic Factors
Age, sex and nationality of employee.
Economic Factors
Changes in the economy, labour turnover in the industry, seasonal employment 
in the industry, market factors such as profit and occupancy levels, casual 
employment in the industry, the extent of fringe benefits, the provision of 
accommodation and meals.
Personal Factors
Practical experience, educational qualifications, level of skill, length of 
service, personality, relationship to the owner, the background of the person 
who makes the decision concerning pay.
Political and Managerial Factors
Wages Council, trade unions and management policy.
Work Place Factors
Star rating of the hotel, age of the property and whether the hotel is 
licensed or unlicensed.
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APPENDIX THREE
EXAMPLES OF THE THREE ORIGINAL 
MAIL QUESTIONNAIRES
THE CATERER INDEX OF RATES OF PAY-HOTEL QUESTIONNAIRE
The following questionnaire is  in two sections. The f i r s t  section 
requires general information about your hotel; in the second we would 
like  you, please, to state the rates of pay for certain grades of 
sta ff. Please complete and return as soon as possible.
SECTION A - P le a se  complete in b lo c k  c a p i t a l s
1. Name and address of hotel
2. Are you (a) an independent sing le  unit?
(b) part of a group or chain?
3. What is  the size of your hotel?
P le a se  t i c k
(a) (b)
P le a se  t i c k
4. What is  the single  room rate fo r bed 
and breakfast?
11-25 26-50 51+
Rooms Rooms Rooms
£______p
SECTION B -  P l e a se  g i v e  the  b a s i c  r a te s  pa id ,  (as from I Jan 1982) f o r  
f o l l o w i n g  g rades :  ( e x c l u s i v e  o f  o ver t ime,  meals  on duty,  g r a t u i t i e s  e t c )
I f  you feel  unable to  g i v e  them a l l ,  p l e a se  complete as many as p o s s i b l e ,  
i n d i c a te  whether the ra te  quoted i s  h o u r l y  (H),  weekly (W) o r  monthly (M) 
Leave b lank  those  t h a t  do not  app ly .
MANAGER/GENERAL
MANAGER
ASSISTANT MANAGER
HEAD RECEPTIONIST
RECEPTIONIST
HEAD CHEF
SECOND CHEF
COMMIS CHEF
STOREKEEPER
(H)(W)(H) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M)
HEAD HOUSEKEEPER 
ROOM MAID 
CLEANER
HEAD BARMAN/MAID 
BARMAN/MAID 
HEAD WAITER/ESS 
WAITER/ESS 
KITCHEN PORTER 
PORTER
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W) (M) 
(H) (lil) (M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M)
Signature
THANK YOU FOR YOUR CO-OPERATION
Ruth Tay lor
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THE CATERER INDEX OF RATES OF PAY-RESTAURANT QUESTIONNAIRE
The following questionnaire is  in two sections. The f i r s t  requires 
general information about your restaurant; in the second we would 
like  you, please, to state the rates of pay for certain grades of staff. 
Please complete and return as soon as possible.
SECTION A - P lease  complete in b lock  c a p i t a l s
1. Name and address of restaurant
2. Are you (a) an independent restaurant?
(b) part of a group or chain?
3. What is  the seating capacity of your 
restaurant?
4. Please give details of the current 
average spend per head for lunch.
PI ease t i c k
(a) (b)
P lease  t i c k
Under
30
31-
50
Over
50
Food:
Liquor: f-o
 
i 
I 
I 
i 
I 
i
Q
- 
C
L
 
1 
1 
( 
1
SECTION B -  P lease  g i v e  the b a s i c  ra tes  paid (as  from I Jan 1982) f o r  the 
f o l l o w in g  gradues:  ( e x c l u s i v e  o f  over t ime,  meals on duty,  g r a t u i t i e s ,  etc)
I f  you feel unable to  g i v e  them a l l ,  p lease  complete as many as p o s s i b l e .  
Ind ica te  whether the ra te  quoted i s  hou r l y  (H), weekly (W), o r  monthly (M). 
Leave b lank  those  th a t  do not apply.
£ . p £ . |
MANAGER (H)(W)(M) ........ HEADWAITER/ESS (H)(W)(M)
HEAD CHEF (H)(W)(M) ........ WAITER/ESS (H)(W)(M) ........
SECOND CHEF (H)(W)(M) ........ BARMAN/MAID (H)(W)(M) ........
COMMIS CHEF «H)(W)(M) ........
KITCHEN PORTER (H)(W)(M) ........
Signature
THANK YOU FOR YOUR CO-OPERATION
Ruth Tay lor
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THE CATERER INDEX OF RATES OF PAY-INDUSTRIAL CATERING
QUESTIONNAIRE ~
The following questionnaire is  in two sections. The f i r s t  section 
requires general information about your establishment; in the second 
we would like  you, please, to state the rates of pay for certain 
grades of sta ff. Please complete and return as soon as possible.
SECTION A - P lea se  complete in b lock  c a p i t a l s
1. Name and address of unit
2. Is  the catering done (a) independently?
(b) by contract?
3. How many main meals does your unit 
serve da ily ?
P le a se  T i c k
(a) (b)
P lea se  T i c k
Under 100- Over
100 500 500
SECTION B -  P le a se  g i v e  the b a s i c  ra te s  pa id  (a s  from 1st  Jan. 1982) f o r  the 
f o l l o w i n g  g rades :  ( .exclus ive  o f  over t ime,  meals on duty,  g r a t u i t i e s  e tc )
I f  you feel  unable t o  g i v e  them a l l ,  p le a se  complete as many as  p o s s i b l e .  
I n d i c a te  whether the  ra te  quoted i s  h o u r l y  (H), weekly (W), o r  monthly 
(M).  Leave b lank  those  t h a t  do not app ly .
UNIT MANAGER 
HEAD CHEF 
COOK - 
TRAINEE COOK 
CATERING ASSISTANT 
KITCHEN PORTER
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M) 
(H)(W)(M)
p
STOREKEEPER 
SERVICE ASSISTANT 
WAITER/ESS 
CASHIER 
BARMAN/MAID
(H)(W)(M)
(H)(W)(M)
(H)(W)(M) ..
(H)(W)(M) 
(H)(W)(M) ..
Signature
THANK YOU FOR YOUR CO-OPERATION
Ruth Tay lo r
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THE REVISED INDUSTRIAL CATERING 
AND CONTRACT CATERING MAIL QUESTIONNAIRES
THE CATERER INDEX OF RATES OF PAY - INDUSTRIAL CATERING
QUESTIONNAIRE
The following questionnaire is  in two sections. The f i r s t  section requires 
general information about your company and it s  catering provision. In the 
second we would like you, please, to state the rates of pay for certain 
grades of catering staff. Please complete and return as soon as possible.
SECTION A - Please complete in b lock  c a p i t a l s
1. Name and address of company ____________
Type of Industry
Location of Catering Outlet 
(The nearest large town)
2. How many main meals does the unit serve daily? Under 100
SECTION B -  Please  g i ve  the b a s i c  ra te s  paid (as at I Ju ly  1982) f o r  the 
f o l l o w in g  grades:  ( e x c lu s i v e  of overtime, meals on duty, g r a t u i t i e s ,  e t c ) .
I f  you feel unable to  g i ve  them a l l ,  p lease  complete as many as p o s s i b le .  
Ind ica te  whether the rate quoted I s  hour ly  (H); weekly (W); monthly (M); o r  
annual ly  (A). Leave blank those  t h a t  do not apply.
100-500 Please  t i c k
Over 500
£ . p £ . p
UNIT MANAGER 
HEAD CHEF 
COOK
TRAINEE COOK 
CATERING ASSISTANT
(H)(W)(M)(A) 
(H)(W)(H)(A) 
(H)(W)(M)(A) 
(H)(W)(M)(A) 
CH)(M)CM)(A)
KITCHEN PORTER 
SERVICE ASSISTANT 
WAITER/ESS 
CASHIER
(H)(W)(M)(A) 
(H)CW)CMl(A) 
(H)(W)(M)(A) 
(H)(W)(M)(A)
Signature Name
THANK YOU FOR YOUR CO-OPERATION
Ruth Taylor
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The following questionnaire is  in two sections. The f i r s t  requires general 
information about the unit; in the second we would like  you, please, to 
state the rates of pay for certain grades of staff. Please quote for the 
same units as for the previous questionnaire.
THE CATERER INDEX OF RATES OF PAY - CONTRACT INDUSTRIAL
CATERING QUESTIONNAIRE
SECTION A - PI ease complete In block  c a p i t a l s
1. Name of contract company_________ _______
Regional D ivision ( i f  applicable) _______
Unit Reference Number*___________________
Type of Industry ________
2. How many main meals does the unit serve daily? Under 100
100-500 
Over 500
SECTION B - P lease  g i ve  the ba s i c  ra tes  paid (as at I J u l y  1982) fo r  the 
f o l l o w in g  grades:  (e x c lu s i v e  of  overtime, meals on duty, g r a t u i t i e s ,  e tc ) .
I f you feel unable t o  g i ve  them a l l ,  p lease complete as many as p o s s i b le .  
Ind ica te  whether the rate quoted i's hour ly  (H), weekly (W), monthly (M) o r  
annua l l y  (A). Leave blank those  th a t  do not apply.
UNIT MANAGER (H)(W)(M)(A)
HEAD CHEF (H)(W)(M)(A)
COOK (H)(W)(M)(A)
TRAINEE COOK (H)(W)(M)(A)
CATERING ASSISTANT (H)(W)(M){A)
KITCHEN PORTER 
SERVICE ASSISTANT 
WAITER/ESS 
CASHIER
(H) (W)(M)(A) 
(H)(W)(M)(A) 
(H)(W)(M)(A) 
(H)(W)(M)(A)
*  I f  a u n i t  number was quoted f o r  the p rev iou s  qu e s t ionna i re  ( i . e . ,  I, 2, 3; 
A, B, C ; ) ,  please quote again.
Signature ..........................   Name
THANK YOU FOR YOUR CO-OPERATION
Ruth Taylor
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EXAMPLE OF THE COVERING LETTER 
FOR THE MAIL QUESTIONNAIRE
UNIVERSITY OF S U R R E Y
G uild ford  Surrey G U2  5XH  T  0483 71281 Te lex  859331
Department of Hotel, Catering and Tourism Management
RT/cm
26 March 1982
The Manager
The International Hotel
Port Road
BARRY
South Glamorgan, Wales 
Dear Sir,
The University of Surrey, in conjunction with the ’Caterer and 
Hotelkeeper’, is compiling an Index of Rates of Pay for selected staff 
grades within the hotel and catering industry. This first national 
index will be conducted half-yearly and will provide a valuable source 
of information on wage rates in the industry.
In order to ensure the accuracy of the information, we require a great 
deal of response from the industry, and would, therefore, be very 
grateful if you could complete the enclosed questionnaire and return it 
in the freepost envelope provided.
The information supplied by you will be treated in the strictest 
confidence; and you may assume that neither the name of your 
establishment, nor, indeed your participation in the index will be 
discussed.
The results of this survey will be published in the ’Caterer’, but as a 
participant, you will be sent fully analysed results prior to 
publication.
May I add, that the only purpose of this survey is to help the industry 
by providing more useful information.
May I thank you in advance for your kind help.
Yours faithfully,
Ruth Tavlor, 
Research Student.
Enc.
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EXAMPLE OF THE ATTITUDE SURVEY 
USED IN THE INTERVIEWS
NAME OF HOTEL 
INTERVIEWEE
ATTITUDE SURVEY
(1) Wages in the hotel industry are influenced 
by general changes in the economy
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(2) Females in the hotel industry are paid 
less than males
(3) Rates of pay in the hotel industry are 
affected by the existence of wages 
councils
(4) Whether a hotel is licensed or
unlicensed is an important factor in 
determining levels of pay
(5) Labour turnover is an important 
influence on rates of pay in the 
industry
(6) The age of the property has an 
influence on the rates of pay of 
employees
(7) Fringe benefits are a more important in 
influence on rates of pay in the hotel 
industry than in any other industry
(8) Educational qualifications
influence rates of pay in the hotel 
industry
(9) The rate of pay given depends upon who 
makes the decision; some tend to favour 
practical experience, while other prefer 
educational qualifications
(10) Personality is an important influence on 
rates of pay
(11) Increases in wage levels in the hotel 
industry can be seen as a result of 
trade union activity
(12) Management policy is a major influence 
on rates of pay
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(13) Practical experience in the hotel industry 
is a very important element when it comes 
to pay
St
ro
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ly
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(14) The Wages Council is helping to increase 
the rates of pay in the hotel industry
(15) The provision of subsidised board and lodg­
ing influence rates of pay
(16) Rates of pay can also be influenced by the 
star rating of the hotel
(17) The employment of a great number of part- 
time and casual workers in the hotel 
industry has had an effect on general levels 
of pay for all workers in the industry
(18) Many hotel workers can receive better wages 
during the summer months when the demand 
for labour is high
-
(19) The rate of pay may be influenced by the 
fact that an employee is a member of the 
owne r s1 f amily
(20) The rate of pay depends upon the skills' 
that any one person may possess
(21) Rates of pay are directly influenced by the 
nature and extent of the fringe benefits 
that an employee receives
'
(22) The rate of pay is influenced by an 
employees age .
(23) The length of service that an employee has 
completed is an important factor which will 
influence the rate of pay
(24) The race of an employee in the hotel
industry is an important influence on their 
rate of pay
(25) Rates of pay are influenced by market
factors such as profit and occupancy levels
(26) Employees in the hotel industry are 
generally underpaid
Any other factors
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APPENDIX SEVEN
DEFINITIONS
Definition of the Sectors 
The Hotel Sector
The Restaurant Sector
The Industrial Catering Sector
The Contract Catering Sector
all licensed hotels in Great Britain 
with over 10 bedrooms
all licensed restaurants in Great Britain
all "employee-feeding" establishments 
generated by the employer in Great Britain
all contract catering units in Great Britain
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Scotland
Wales
London
South
Midlands
Definition of the Regions
West
North
all the counties of Scotland
all the counties of Wales
within the boundaries of the Greater London 
Council
Isle of Wight, Hampshire, Surrey, East 
Sussex, West Sussex, Kent, Berkshire, 
Oxfordshire, Buckinghamshire, Essex, 
Bedfordshire and Hertfordshire
Staffordshire, Leicestershire, Warwickshire, 
West Midlands, Northamptonshire, 
Cambridgeshire, Suffolk, Norfolk,
Shropshire, Hereford and Worcester, 
Derbyshire, Lincolnshire, and 
Nottinghamshire
Gloucestershire, Avon, Wiltshire, Dorset, 
Somerset, Devon and Cornwall
Northumberland, Cumberland, tyne and Wear, 
Durham, Cleveland, Lancashire, Cheshire, 
North Yorkshire, West Yorkshire, South 
Yorkshire, Humberside, Greater Manchester 
and Merseyside.
Definition of the Locations
London Including all of the Boroughs covered by the 
Greater London Council
Large Towns Towns in Great Britain with a population of 
over one hundred thousand.
Resort Areas Areas within five miles of the coast of 
Great Britain
Rural Areas The remaining areas - inland from the coast 
of Great Britain, in small towns and 
villages.
Definition of the Size Categories
Hotel Sector Small hotels: 
Medium hotels: 
Large hotels;
11-25 bedrooms 
26-50 bedrooms 
51 and over bedrooms
Restaurant Sector Small restaurants;
Medium restaurants:
Large restaurants;
seating capacity 
under 30
seating capacity 
between 30 and 50 
seating capacity 
over 50
Industrial Catering Sector/ 
Contract Catering Sector Small unit;
Medium unit:
Large unit:
under 100 main 
meals served daily 
between 100 and 500 
main meals served 
daily
over 500 main meals 
served daily.
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Definition of the Ownership Categories
Independent Units - privately owned hotels or restaurants 
operated as single units
Chain Owned Units - hotels or restaurants owned by
organisations and operated as part of a 
chain or group of units.
Definition of the Industrial Categories
The Industrial categories given below are Minimum List Headings from the 
Standard Industrial Classification 1968. Each heading contains a group of 
industries (as defined by S.I.C., 1968), and the roman numerals indicate the 
group numbers falling under this heading.
Production - II, XXI
Manufacturing - III, XX
Transport and Communication - XXII
Distributive Trades - XXIII
Insurance, Banking and Finance - XXIV
Professional and Scientific
Services - XXV
Miscellaneous Services - XXVI
Public Administration and 
Defence - XXVII
Definition of the Price Categories
Lower Priced Units - hotels and restaurants with a lower room
rate or average spend on lunch than the 
average for the sample as a whole
Higher Priced Units - hotels and restaurants with a higher room 
rate or average spend on lunch than the 
average for the sample as a whole.
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AN EXAMPLE OF THE WORK SHEET 
USED IN THE COMPUTERISED ANALYSIS
OF THE HOTEL SECTOR
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APPENDIX NINE
TABLES SHOWING THE MEAN RATES OF PAY OF 
HOTEL STAFF BY REGION. LOCATION. SIZE, OWNERSHIP 
AND PRICE LEVEL. FOR THE CALCULATION OF
COEFFICIENTS OF VARIATION
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